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- - AGREEMENT 
• 
This AGREEMENT, is made and entered into by and 
between Local Union No. 1600 of THE'INTERNATIONAL 
BROTHERHOOD OF "ELECTRICAL WORKERS, A.F.L-
C.I.O. (hereinafter referred to as the "Union") and PPL 
Corporation (referred to in the former collective bargain-
ing agreements with the Union as PP&L, Inc., and/or 
Pennsylvania Power & Light Company) as agent in fact 
for its subsidiaries that employ employees represented 
by the Union, and their successors and assigns, herein-
after all jointly referred to as the "Company." 
An absolute precondition to the sale, lease, transfer, or 
takeover by sale, lease, transfer, assignment, corporate re-
organization, receivership; bankruptcy proceedings'of the 
entire operation, or any part thereof is that any purchaser, 
transferee, lessee, or assignee shall agree and become party' 
to and bound by all the terms, conditions, and obligations of 
the Agreement. • 
NOW, THEREFORE, for and in consideration of the par-
ties and the mutual promises and agreements hereinafter 
contained, it is agreed that: 
PURPOSE 
The Company is engaged in furnishing essential public 
services which vitally affect the health, safety, comfort and 
general well-being of the people living in the area served 
and the very existence of the Company is conditioned and 
dependent upon the faithful performance of its charter obli-
gations and responsibilities in serving the public. 
These obligations and responsibilities, which apply to both 
the Union arid the Company, require that any difference aris-
ing between them be adjusted and settled in an orderly 
manner without interruption of service to the public. 
1 
1 Article II — Sec-1—3 
any reason other than failure of the employee to tender the 
standard dues, initiation fees, or assessments uniformly re-
quired as a condition of acquiring or retaining membership 
in the Union. " ; 
' D. The Company agrees to deduct Union dues and as-
sessments from the pay of each employee from whom it 
receives a lawful written authorization and will continue to 
make such deductions while the authorization remains in 
effect. 
Such deductions shall be made from the payroll for the 
month following the month in'which written authorization is 
received by the Company. The sums so collected shall be 
paid by the Company to the Financial Secretary of the Union. 
Section 2. No Solicitation on Company Time 
A. The Union, its agents or any of its members shall not 
solicit employees for Union membership, collect dues or 
engage^ in" other Union activities on Company time. How-
ever, nothing herein is intended to restrict normal conversa-
tion between employees that does not interfere with the ef-
ficient performance of work. 
Section 3. Regulation — Government Agencies 
A. The parties hereto recognize that the business of the 
Company is subject to regulation by the Pennsylvania Pub-
lic Utility Commission and other governmental agencies in 
accordance with law. The parties agree that such regulation 
shall be respected and complied with by both parties to this 
Agreement,. 
B. In accordance with the Code of Federal Regulations, 
National Standards, and Nuclear Regulatory Commission 
(NRC) Regulatory Guides, any employee assigned to per-
form work on a temporary or permanent basis at 
Susquehanna.S.E.S. will be required to satisfactorily com-
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plete training and retraining in, but not limited to, the follow-
ing areas: . . . 
Appropriate Plans and Procedures 
Radiological Health and Safety 
industrial Safety 
Plant Controlled Access Areas and Security Procedures 
Use of Protective Clothing and Equipment 
Quality Control and Assurance 
Skills and Technical Training 
C. In accordance with the Code of Federal Regulations, 
National Standards and Nuclear Regulatory Commission 
(NRC) Regulatory Guides, any employees who may be re-
quired to perform work on a temporary or permanent basis 
at Susquehanna S.E.S. will be subject to the Access Au-
thorization Program as described in Exhibit K of this Agree: 
ment. 
Section 4. Cooperation 
A. In fulfilling its responsibilities, the Union agrees that 
the employees covered by this Agreement will individually 
and collectively perform safe, efficient and diligent service; 
will cooperate in gaining the maximum efficiency in the use 
of men and materials; will respect and abide by the 
Company's rules and regulations; will use their influence 
and best efforts to protect the interests of the Company; 
and will cooperate in promoting and advancing the welfare 
of the Company at all times as a matter of enlightened self-
interest. 
B. The Company agrees to use its best efforts to obtain 
a fair and impartial administration of this Agreement by its 
supervisors. 
C. The Company and the Union agree to continue their 
policy of being an Equal Opportunity Employer and of non-
discrimination against any individual because of such 
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individual's race, color, religion, sex, handicap, national ori-
gin, age or veterans' status. 
D. Wherever in this Agreement a male noun or pronoun 
is used in reference to an employee, it is intended to include 
either male or female employees. 
Section 5. Functions of Management 
A. The Union recognizes the exclusive right of the Com-
pany to determine its operating policies and manage its 
business in the light of experience, business judgment and 
changing conditions. It is understood and agreed that all 
rights, powers or authority possessed by the Company prior 
to the signing of this Agreement shall be retained by the 
Company. However, the Grievance Procedure hereinafter 
set forth in Article III shall be applicable to complaints re-
garding the meaning, application, interpretation or adminis-
tration of any provision of this Agreement limiting the follow-
ing functions of Management, which are the only ones lim-
ited by this Agreement; namely, the right to; determine the 
qualifications of and select employees for promotion; trans-
fer employees from one job to another and from one classi-
fication to another; determine the number and arrangement 
of work shifts; determine the starting and slopping time of 
each shift; contract for construction or other work when in 
the judgment of the Management such action is to the best 
interest of the Company; determine which employees shall 
be laid off; determine the work to be performed by employ-
ees; discipline employees for misconduct on the job or other 
violation of rules and discharge employees for just cause. 
B. Any aspect of Company provided benefits not cov-
ered by a specific provision of the Agreement or any other 
signed agreements is agreed to have been expressly elimi-
nated as a subject for bargaining and during the term of the 
Agreement may not be raised for future bargaining or nego-
6 
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tiations even though such benefit may not have been within 
the knowledge or contemplation by one or both of the par-
ties at the time they negotiated or signed this Agreement. It 
is understood and agreed that included among the rights 
retained by the Company under this Paragraph is the right 
to modify or terminate any such benefit. 
C. Other functions of Management include the right to 
determine the qualifications for and select its managerial 
and supervisory forces; select and hire new employees and 
determine the qualifications needed; determine the number 
of employees it will have in its service at any time; prepare 
job titles and definitions; adopt, and revise when necessary, 
reasonable rules and regulations governing the operation 
of its business and the conduct of its employees on the job; 
introduce new plants and facilities; relocate facilities; dis-
continue the operation of plants and facilities and introduce 
new methods to improve operating efficiency. 
D. The Company will have the right to contract out work 
when needed skills are not available from present employ-
ees; when public and customer relations require it; when • 
present employees cannot complete the work in the required 
time; when it is economical to do so; or when peaks of work 
would require a temporary increase of the Company's forces 
with subsequent lay-off of such additional forces. No em-
ployee will be laid off or suffer loss of regular straight time 
pay as a result of this provision. 
E. It is understood and agreed, however, that the func-
tions of Management referred to in this Section 5 are not all-
inclusive and that the omission of any of the usual inherent 
and fundamental rights of Management does not constitute 
a waiver of such rights by the Company. 
F. It is also understood and agreed that the following, to 
the extent that they pertain to former Penn Water employ-
ees, are matters for determination solely by the Company 
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and may be modified or terminated at any time by the Com-
pany at its discretion: 
(1) Rental of Company-owned dwellings. 
(2) Recreational facilities. 
(3) Any other existing practice not specifically provided 
for in this Agreement, the modification or termina-
tion of which is not inconsistent with any provision 
of this Agreement. 
Section 6. No Strikes or Lockouts 
A. Under no circumstances shall there be any strike, stop-
page, cessation of work, sympathy strike, slow down, pick-
eting, concerted refusal to work overtime, concerted mass 
sickness, continuous Union meetings, labor holidays or other 
interference with or interruption of the Company's business 
during the term of this Agreement. Any employee who vio-
lates the foregoing provisions shall be subject to immediate 
discharge. Such discharge shall not be subject to arbitra-
tion except on the limited issues as to whether the employee 
has engaged in the prescribed activity. Under no circum-
stances shall there be any lockout during the term of this 
Agreement. 
Section 7. Meetings and Conferences 
A. The Company agrees that its accredited representa-
tives will meet with the accredited representatives of the 
Union on all questions that may arise under the provisions 
of this Agreement. 
B. When meetings are arranged and are to be held dur-
ing working hours, each Union representative who is an em-
ployee of the Company shall give his immediate supervisor 
at least twenty-four (24) hours' notice, when possible, prior 
to any such meeting, in order that arrangements can be made 
to relieve him from duty. 
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C. Union representatives who are employees of the Com-
pany will be paid at their regular rates for time spent during 
scheduled working hours while attending such meetings, 
but will not be paid for travel expense, lodging, meals or 
other expenses. Union representatives wiii not be paid for 
time spent in attendance at arbitration cases. 
D. The Company will pay eight (8) Union representatives 
who are employees of the Company their regular rates for 
time spent during scheduled working hours while attending 
joint meetrngs for the purpose of contract negotiations. They 
will not be paid for any expenses incurred. 
E. The designated representatives of the Company and 
the Union shall conduct joint Meet and Discuss Sessions on 
items of mutual interest. Requests shall be made by either 
party in writing and the parties shall then mutually agree to 
meet within a reasonable period of time. This provision shall 
not alter the application or interpretation of the existing pro-
visions of the Contract unless mutually agreeable to both 
parties. 
Section 8. Use of Bulletin Boards 
A. Bulletin board space provided by the Company forthe 
use of the Union shall not be used by the Union or its mem-
bers for disseminating propaganda of a controversial or 
political nature, nor the posting of notices of an inflamma-
tory nature. 
Section 9. Leave of Absence - Union Representatives 
A. Employees elected or appointed to a Local 1600 Union 
Office requiring their absence from work, upon written re-
quest presented reasonably in advance, will be granted a 
leave of absence without pay, if the Company's operating 
conditions permit, for a period not to exceed three (3)years. 
9 
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Before a leave of absence is granted, the employee shall 
be required to undergo a physical examination, equivalent 
to the current pre-employment examination, performed by a 
qualified physician, to be paid by the Union, with results 
submitted to the Company's Medical Department. The em-
ployee will accumulate Seniority and Company Service dur-
ing such leave of absence. 
B. Individuals requesting a return from an authorized Lo-
cal Union 1600 leave of absence, shall undergo a physical 
examination by a qualified physician, identical to the physi-
cal taken before beginning the leave of absence, to be paid 
by the Company prior to the return, with the results submit-
ted to the Company's Medical Department. If the Company 
has had sufficient notice in writing, and the individual is medi-
cally qualified to perform the job duties of the former job 
classification, the individual shall be reinstated to that job 
classification at the former work location provided the indi-
vidual is qualified to perform the work. If the individual is not 
medically qualified to be reinstated to the former job classi-
fication, the request for return will be referred to the Disabil-
ity Committee for placement in accordance with Article VIII, 
Section 10 of this Agreement. Such person shall remain on 
leave of absence status until the Disability Committee pro-
vides a job classification. 
When returning to the former job classification at the 
former work location, the employee with least seniority in 
that job classification at that work location shall return to 
his/her former job classification. Such return and any sub-
sequent moves as a result of the reinstatement shall be ad-
ministered in the same manner. Employees forfeit any pro-
motional opportunities which occurred during the leave of 
absence. When returned to employment, they shall be en-
titled to benefits set forth in this Agreement (see Article VII, 
Section 1, Paragraph D). 
10 
Article II —Sec. 9 
Article III —Sec. 1-3 
C. A Union representative, while on leave of absence, 
may participate in the following Company plans and the to-
tal cost of coverage under such plans shall be borne by the 
Union or the Union representative: 
(1) Group Life Insurance. 
(2) Retirement Plan. 
(3) Health Care Plan Options. 
(4) Accidental Death or Dismemberment. 
(5) Dental Plan Options. 
(6) Vision Care Plan. 
ARTICLE III 
GRIEVANCE PROCEDURE 
Section 1. Definition 
A. The term grievance shall mean any dispute or dis-
* agreement arising over the meaning and application of the 
terms and provisions of this Agreement. 
Section 2. Time Limits 
A. Failure to comply with any of the prescribed time peri-
ods in each step of the Grievance Procedure contained 
herein, shall constitute forfeiture of the grievance by the 
delinquent party unless the parties have jointly agreed to 
waive such time limits. 
B. The working days specified in this Grievance Proce-
dure exclude Saturdays, Sundays and holidays. 
Section 3. Grievances 
A. Before a written grievance may be submitted, the ag-
grieved employee orthe aggrieved employee and the Union 
Steward must discuss the complaint with the appropriate 
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supervisors within five (5) working days from the date of 
occurrence giving rise to the grievance. 
B. Grievances in order to be considered and be subject 
to adjustment must be made in writing, signed by the ag-
grieved employee, and must specify the Article and Section 
of the Agreement upon which the grievance is based, within 
ten (10) working days from the date of the complaint discus-
sion. Any individual employee or group of employees shall 
have the right to present grievances and to have them ad-
justed, provided such adjustment is not inconsistent with 
the terms of this Agreement and a Union representative has 
been given opportunity to be present at such adjustment. 
C. Grievances involving one employee shall be taken up 
with the employee's immediate supervisor.. 
D. Grievances involving more than one employee in the 
same general group (operators at one power plant, linemen 
in one region, clerks in one department, etc.) shall be taken 
up with the immediate supervisor of all the employees in-
volved. 
E. Grievances involving more than one employee not in 
the same general group, grievances of a system-wide na-
ture, indefinite suspensions, and grievances by the Union 
against the Company may be taken directly to the Third Step 
of the Grievance Procedure by mutual agreement of the des-
ignated representatives of the Company and the Union. 
F. Grievances involving the discharge of an employee 
may be taken directly to the Third Step of the Grievance 
Procedure by either party. 
G. Within ten (10) working days of receiving the written 
grievance, the appropriate supervisor shall submit a written 
response to the grievant and a copy to the Union Steward. 
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Section 4. First Step 
A. If the appropriate supervisor's response does not settle 
the grievance, then within ten (10) working days of the afore-
said response, the grieving party shall notify the appropri-
ate supervisor in writing that a disagreement still exists. 
Within ten (10) working days of the aforesaid notice the 
appropriate supervisors, Union Steward and employee shall 
meet to resolve the grievance. 
Section 5. Second Step 
A. If a satisfactory settlement is not reached in the First 
Step, then within ten (10) working days following the First 
Step meeting, the grieving party shall notify the appropriate 
supervisor in writing that a disagreement still exists. Within 
ten (10) working days of the aforesaid notice, the appropri-
ate supervisors, Union Steward and Chief Steward shall 
meet to resolve the grievance. 
Section 6. Third Step 
A. If a satisfactory settlement is not reached in the Sec-
ond Step, then within ten (10) working days following the 
Second Step meeting the grieving party shall notify the 
Director-Labor Relations that a disagreement still exists. 
Within thirty (30) working days the delegated representa-
tives of the Company, the Union Steward, Chief Steward 
and Local President shall meet and endeavor to reach a 
satisfactory settlement. An International Representative of 
the I.B.E.W. may be present at this step only to assist the 
Local Union. 
Section 7. Arbitration 
A. If a settlement is not reached at the conclusion of the 
Third Step discussion and the grievance concerns the mean-
ing or application of the terms of this Agreement, either party 
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shall have the right to submit It to arbitration in the following 
manner: 
(1) A request for arbitration of said grievance must be 
submitted by either party to the other not later than 
fifteen (15) working days, but not thereafter, ex-
clusive of Saturdays, Sundays and holidays from 
the last meeting held with the designated repre-
sentatives of the President or said grievance shall 
no longer exist. In the event such written notice is 
given by either party to the other, within ten (10) 
working days steps shall be taken by the Com-
pany and the Union for appointment of an arbitra-
tor, in accordance with the Labor Arbitration Rules 
of the American Arbitration Association as in ef-
fect on the date of execution of this Agreement. 
The findings of the arbitrator shall be binding upon 
both parties for the duration of this Agreement. 
(2) It is mutually agreed and understood by both par-
ties hereto that the arbitrator shall have no power 
to add to, or subtract from, or modify any of the 
terms and provisions of this Agreement, or Agree-
ments made supplementary hereto. 
(3) Each party shall bear the expenses of its witnesses 
and any other expenses incurred in the presenta-
tion of its case, and the other expenses incidental 
to arbitration shall be borne equally by the Union 
and the Company. 
ARTICLE IV 
HOURS OF WORK, SCHEDULES AND OVERTIME 
Section 1. Definitions 
A. WORK WEEK: A work week consists of any seven 
(7) consecutive days designated by the Company. When-
ever possible, the work week will contain five (5) eight (8)-
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hour scheduled work days. The present work week is seven 
(7) consecutive days ending Sunday midnight except in those 
cases where the W-day and ST-days span midnight. 
B. WORK DAY (W-Day): A work day is normally the 
twenty-four (24)-hour period from midnight to midnight of 
the day on which an employee is scheduled to work. When 
a normal work day spans midnight, time shall be charged 
on the day in which the majority of hours is worked. When 
the normal work day is divided evenly before and after mid-
night, time shall be charged on the day on which work was 
started. 
C. DAY OFF (ST-Day): A day off or an ST- (scheduled 
time off) day is normally the twenty-four (24)-hour period 
from midnight to midnight of the day on which an employee 
is not scheduled to work. When an employee's work day 
spans midnight, the employee's ST-day will be a twenty-
four (24)-hour period commencing at the end of his normally 
scheduled hours. 
D. NORMAL WORK SCHEDULES: Normal work sched-
ules will specify for each employee the work week, the W-
days, the ST-days and working hours of each W-day. 
E. REGULAR RATE: The regular rate is the weekly rate 
divided by forty (40) hours. 
F. OVERTIME RATES: Time and one-half is one and 
one-half (1 Vi>) times the regular rate. Double time is two (2) 
times the regular rate. 
G. HEADQUARTERS: Headquarters are the respective 
locations established by the Company where employees re-
port for work or work assignments. 
H. EMERGENCY: An emergency is any situation wherein 
it is necessary for the Company and its employees to take 
immediate action in order to restore or maintain service to 
the public, prevent serious injury, save life, meet unforeseen 
15 
Article IV —Sec. 1-3 
responsibilities or prevent damage to property or interrup-
tion of service to the public. 
Section 2. Working Hours 
A. The parties hereto recognize that the business of the 
Company requires continuous operation for twenty-four (24) 
hours of every day. In such operation it is inherent that work-
ing schedules must be established by the Company and 
may from time to time be changed to meet changing condi-
tions. 
B. Normal work schedules will be established by the Com-
pany and posted for each employee or group of employees. 
Section 3. Temporary Changes In Working Hours and 
Work Schedules 
A. Temporary changes in work schedules or working 
hours will be made: 
(1) When an employee is substituting for another em-
ployee who is off duty. When notification of such 
substitution occurs after the beginning of a work 
week in which the substitution is to occur, only the 
working hours of the substituting employee's W-
days will be changed for that work week. If the 
substitution extends beyond the end of the work 
week, or if the substitution starts at the beginning 
of a work week, the schedule of the substituting 
employee will be the normal work schedule of the 
relieved employee. 
(2) When it is necessary to carry out work which must 
be done outside normal working hours, such as 
work on equipment which cannot be made avail-
able during normal working hours, and work in two 
(2) or more shifts on equipment which is out of 
service for overhaul or because of breakdown and 
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which must be returned to service promptly. Ex-
cept where otherwise provided in this Section, 
when such changes are made, (a) only the work-
ing hours of the W-days may be changed; (b) the 
ST-days will not be changed; (c) temporary sched-
ules will be prepared and posted at the Headquar-
ters of the employees involved; (d) such tempo-
rary changes in work schedules may be made on 
any day of the calendar week. Sub-sections (a) 
and (b) of this Paragraph A (2) shall not be appli-
cable to employees involved in equipment outages 
that have a direct effect on the operating capacity 
of power generating stations. 
(3) When an employee is scheduled to attend a for-
mal training school or other Company training pro-
grams. In^  these cases, both the W-days and ST-
days will be changed to conform with the training 
schedules. If the employee is notified forty-eight 
(48) hours before the beginning of that work week, 
overtime for a temporary change in work sched-
ules will not apply. 
B. An employee working on a temporarily changed sched-
ule may be returned to his normal work schedule at any 
time. Lunch periods established for such schedules shall 
not exceed one hour. 
C. Normal work schedules will not be changed tempo-
rarily for short emergencies. When an employee is called 
out for emergency work, he ordinarily will be dismissed when 
the emergency is over. 
D. Changes other than those of a temporary nature in 
normal work schedules will be made when justified by expe-
rience or changed conditions. Such changes may become 
effective at the beginning of any work week and notice thereof 
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shall be posted at least forty-eight (48) hours before the 
beginning of that work week. 
E. See Exhibit F for application of Section 3 arid Section 4. 
Section 4. Overtime 
A. The following will be considered overtime and paid for 
at time and one-half: 
(1) Hours worked outside of scheduled hours; i.e., nor-
mal work schedule or temporarily changed sched-
ule, whichever is in effect at the time. 
(2) Hours worked on the first W-day of a changed shift 
schedule providing a substitution for an employee 
off duty, which had not been scheduled for the sub-
stituting employee prior to quitting time on the last 
W-day of the work week preceding the substitu-
tion. th is applies only to the first such change in 
any work week. For the purpose of this Paragraph, 
such changed shift schedule is one which involves 
a change from one shift to another—day shift to 
middle or night shift, etc., and does not include 
either a change involving only different hours in 
the same shift or a return from a temporary shift 
schedule to a regular shift schedule. 
(3) The first eight (8) hours working on a temporarily 
changed schedule as provided in Section 3 A (2) 
of this Article IV where the temporary change in 
work schedule requires a change in the employee's 
starting time from one group of hours to another 
as shown in the following table: 
STARTING TtME GROUP 
5:00 A.M. to 12:59 P.M. I 
1:00 P.M. to 8:59 P.M. • II 
9:00 P.M. to 4:59 A.M. Ill 
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(4) Hours worked by an employee who is called out 
to work during his vacation. This is in addition to 
his straight time vacation allowance pay. 
B. The following will be considered overtime and paid 
for at double time: 
(1) Any hours worked on the second ST-day in a work 
week. 
(2) Each consecutive hour worked immediately 
following sixteen (16) consecutive hours worked. 
C. Work on a Contract Holiday/Actual Holiday (Article VII 
4 B) will be paid for as follows: 
(1) When it is a W-day, all scheduled hours worked 
wid be paid for at time and one-half. In addition, 
straight time will be paid for the scheduled hours. 
(2) When it is an ST-day, the number of hours actu-
ally worked, which would have been scheduled 
for the employee if it were a W-day or which were 
scheduled for the employee for whom he is 
substituting, will be paid for at: 
(a) Double and one-half time, when it is the 
second ST-day in a work week. 
(b) Double time on the first ST-day. 
In addition, straight time will be paid for such 
hours. 
(3) All other hours worked will be paid for at double 
time. 
D. When working at foreign utilities during emergency 
conditions, employees will be paid for all compensable hours 
at one-half time premium over'their regular hourly rate in 
addition to the Labor Agreement's normal pay practices. 
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Section 5. Rest Periods 
A. Rest periods shall be applicable in accordance with 
the following provisions when employees are called out or 
when arrangements are made in advance for work during 
non-scheduled hours provided employees are eligible as 
defined in the "Rest Period Rules" of Exhibit B of this Agree-
ment. 
B. Employees working for a period that consists of at least 
three (3) overtime hours, and up to sixteen (16) consecutive 
overtime hours, shall be entitled, when relieved from duty, 
to a rest period as shown on the table in Exhibit B. If sched-
uled hours fall within the time designated as a rest period, 
the employee will be paid straight time pay for these sched-
uled hours. Employees required to work during scheduled 
hours that fall within the prescribed rest period, will receive 
pay at time and one-half the employee's straight time rate 
for such hours worked. 
C. Employees working sixteen (16) or more consecutive 
hours shall be entitled, when relieved from duty, to an eight 
(8)-hour rest period or a rest period as shown on the rest 
period table, whichever is greater, without loss of straight 
time pay for scheduled hours falling within the rest period. 
However, employees required to work during this period will 
be paid two times the straight time rate for any hours worked 
within eight (8) hours after being released from the previous 
work period and their rest period will be calculated using 
the twelve (12)-hour cumulative rule as provided for in Ex-
hibit B. 
D. The intent of rest periods is for employees to be re-
leased from work when they have worked sufficient over-
time hours to become eligible for a rest period. If an em-
ployee requests to be released on rest period, their request 
shall be granted unless there is an emergency or the com-
pany is unable to obtain relief, when necessary. 
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E The rest period table as described in Paragraphs B 
and C of this Section 5 is not applicable to vacation days, 
holidays, paid personal time off and ST-days. 
Section 6. Exempt - Non-Exempt Employees 
A. Both parties recognize that certain employees cov-
ered by this Agreement are in jobs which are exempt from 
the provisions of the Fair Labor Standards Act and that em-
ployees may be hired or transferred to new jobs which will 
likewise be exempt. In order to meet the requirements of 
the Act, the Company will continue to classify all employees 
as exempt or non-exempt. 
B. Some of the jobs may be of such nature that the work 
cannot be scheduled to conform to a definite schedule (such 
as a forty (40)-hour week or five (5) eight (8)-hour days) and 
that, therefore, the overtime provisions of this Agreement 
may not be applicable to these jobs. 
C. It is agreed that for any new jobs in which there are 
employees eligible for Union membership, the Union and 
Company will jointly determine whether the work is of this 
nature. 
Section 7. Residence Requirement 
A. Employees in the job classifications listed below must 
reside within thirty (30) miles driving distance between their 
home and their Job Headquarters. 
Customer Service Clerk (Customer Contact Center) 
Customer Service Representative 
Customer Service Representative-Shift 
Electrician Leader-FS 
Electrician-FS 
Equipment Operator-FS 
Instrument and Control Maintenance-Leader 
(incumbent only) 
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Instrument Man 
Instrument Man-Trainee 
Journeyman Electrician-FS 
Journeyman Lineman-FS 
Journeyman Mechanic-FS 
Lineman-FS 
Lineman Leader-FS 
Material Handler-RM 
Mechanic-FS 
Mechanic Leader-FS 
Troubleman-FS 
Anyone who enters these progression lines or 
changes work location by promotion, demotion, or trans-
fer must meet the residency requirement, 
B. Employees at Susquehanna S.E.S. in all job classifi-
cations, (excluding steno and clerical, Warehouse Opera-
tions, and Utility Workers-SSES), must reside within thirty 
(30) miles driving distance between their home and 
their Job Headquarters, unless agreed to otherwise by 
the parties. 
Section 8. Call-Out Roster 
A. It is understood that all employees of the Company 
shall be considered as subject to call-out for emergencies 
or prearranged work at any time. Whenever necessary, the 
Company will maintain at the respective Headquarters a 
roster of certain employees likely to be called and will select 
from these lists on a rotating or cumulative overtime basis 
as applicable such available employees as are needed. The 
purpose of this arrangement is to provide an equitable dis-
tribution of overtime work when required. Being subject to 
call-out is not to be considered as hours of work and no 
additional compensation will be paid to cover this respon-
sibility. The Company will maintain records of overtime 
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worked or offered by job classification. However, full equal-
ization of overtime cannot be guaranteed. See Exhibit H for 
Cumulative Overtime Procedures. 
B. Employees who exhibit a poor call-out response 
record shall be subject to Article VI, Section 5, Paragraph J 
and Article VIII, Section 2, Paragraph F of this Agreement. 
C. Employees who have completed sixteen (16) or more 
hours of consecutive work and have been released from 
work assignments will not be called out to work, regardless 
of their position on the call-out roster, during an eight (8)-
hour period following completion of the work, unless it be-
comes impossible to secure qualified replacements. 
Section 9. Call-Outs 
A. When an employee is called out to work during non-
scheduled hours, he shall be paid overtime compensation 
for the actual time worked. A minimum compensation equal 
to four (4) hours' pay at straight time shall apply when it 
exceeds the amount of overtime compensation earned dur-
ing the call-out. 
B. In the event the call-out occurs on a Contract Holiday/ 
Actual Holiday (Article VII4 B), the employee shall be com-
pensated in accordance with this Section 9, or the provi-
sions of Section 4C of this Article IV, whichever is greater. 
C. The minimum compensation is not to apply in cases 
where an employee is called out immediately preceding his 
scheduled working hours of a W-day and the minimum time 
period overlaps his scheduled hours. 
D. In order to determine the number of employees to be 
called out for distribution line work, the guidelines described 
in Exhibit C shall be followed. 
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Section 10. Prearranged Work 
A. When arrangements are made in advance for work 
during non-scheduled hours, the employee will be paid for 
the actual time worked. The minimum compensation, if he 
worked, or if he reported and the job was canceled, shall be 
an amount equal to four (4) hours' pay at straight time and 
shall apply when it exceeds the amount of overtime com-
pensation earned during the period. In the event the prear-
ranged work occurs on a Contract Holiday/Actual Holiday 
(Article VII 4 B), the employee shall be compensated in ac-
cordance with this Section 10 or the provisions of Section 
4C of this Article IV, whichever is greater. 
B. The minimum compensation is not to apply in cases 
where an employee reports for work immediately preceding 
his scheduled working hours of a W-day and the minimum 
time period overlaps his scheduled hours. 
Section 11. Overtime Premium 
A. The Company shall provide an overtime premium 
payment to an employee that is equivalent to 5% of total 
overtime compensation earned by the employee, 
payable each pay period in accordance with the 
formula described in the Summary of Agreement dated 
July 2,1982. 
Section 12. Job Canceled 
A. Employees will be informed of job cancellations as 
soon as possible. 
B. The minimum compensation referred to in 
Sections 9 and 10 of this Article IV will not apply: 
(1) When a call-out is canceled and the employee is 
notified before leaving home. 
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(2) When a prearranged job scheduled for Saturday 
is canceled and the employee is notified of the 
cancellation by quitting time of his last scheduled 
workday. 
(3) When a prearranged job scheduled for Sunday is 
canceled. 
NOTE: It is the scheduled employee's responsibility to con-
tact a predetermined employee after 7:00 P.M. 
Saturday but prior to the starting time of the prear-
ranged job to determine whether there has been a 
cancellation. 
(4) When a prearranged job, tor any time other than 
Sub-Section (2) and (3) above, is canceled and 
the employee is notified before he leaves home 
and at least one (1) hour before he is scheduled 
to report at Headquarters or on the job. 
C. It the job is canceled after the time limitations speci-
fied in Paragraph B (2), (3) and (4) of this Section 12, the 
employee'may elect to either report or accept the job can-
cellation. If reporting, they will be given First Aid, Safety or 
other instructions or other work, and will be allowed the mini-
mum compensation, provided they accept these miscella-
neous assignments. If the employee accepts the job can-
cellation and elects not to report to work, the minimum com-
pensation shall not apply. Employees who report for work 
and are not offered any other assignments will be eligible 
for the minimum compensation. 
Section 13. Shift Differentials 
A. A shift differential for hours worked will be paid to em-
ployees working on an established rotating or alternating 
shift job or an established fixed shift job whose shift is 
regularly scheduled to start during the Afternoon Shift or 
Night Shift as part of their regular work week. 
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B. A shift differential will be paid as an addition to the 
regular straight time hourly rate to an employee who is 
regularly scheduled and works on the Day Shift, Afternoon 
Shift or Night Shift Saturday or Sunday; the Afternoon Shift 
or Night Shift, Monday through Friday, as follows: 
STARTING TIME SHIFT SHIFT DIFFERENTIAL 
5:00 A.M. to 12:59 P.M. Day (Monday lo Friday) None 
5:00 A.M. to 12:59 P.M. Day (Saturday or Sunday) $1.25 per hour* 
1:00 P.M. to 8:59 P.M. Afternoon $1.25 per hour' 
9:00 P.M. to 4:59 A.M. Night $1.25 pet hour' 
"Shift Differential per hour rates will be effective and in-
creased as follows: June 24, 2002 to $1.30, May 12, 2003 
to $1.35, and May 10, 2004 to $1.40, May 9,2005 to $1.45 
per hour. 
C. For purposes of applying the aforesaid shift differen-
tial, all hours of the regularly scheduled work day period 
worked by an employee shall be considered as worked on 
the shift on which he is scheduled and starts work. 
D. Shift differential shall be computed at the appropriate 
rate of pay up to a maximum of double time the shift differ-
ential applicable to the shift in which the overtime hours 
occurred. 
E. An employee temporarily assigned to work in a shift 
job, or as a replacement for a regular employee in a shift 
job, shall be paid lor the hours so worked the shift differen-
tial applicable to the assigned shift job. 
F. A shift differential will not be allowed in connection 
with payment for any overtime worked outside the time lim-
its of his normal regular day schedule by an employee 
assigned to day work. However, such an employee whose 
entire regularly scheduled straight time work-day period is 
temporarily changed to start during the Day Shift, Afternoon 
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Shift or Night Shift Saturday or Sunday; the Afternoon Shift 
or Night Shift, Monday through Friday shall be paid as an 
addition to his straight time rate the shift differential appli-
cable to the changed shift on which the employee starts 
work, until he is returned to his regular schedule. 
G. No shift differentia! shall be included in pay received 
for vacation, sick.leave, jury duty, holiday off with pay, other 
time off with pay, for holiday pay on a holiday worked or in 
the calculation of minimum pay under the call-out provisions 
included in this Agreement. 
ARTICLE V 
SENIORITY 
Section 1. New Employees 
A. Seniority will be credited to an employee only after six 
(6) months of continuous employment but shall include this 
first six (6) months' period. During this six (6)-month period, 
the employee shall be considered probationary and the Com-
pany shall have the sole and exclusive right to discharge 
such employee and Article III of the Agreement shall not 
apply. 
Section 2. Promotions - Transfers - Demotions 
A. The Company will give preference to the employee 
with seniority when fitness and ability among employees are 
substantially equal in considering them for the purpose of 
promotion, transfer or demotion. 
B. For such purposes, employees in an established line 
of progression (such as operating jobs within a power plant, 
jobs within a coal gang, and line workers systemwide) will 
be considered before those not in that line of progression. 
C. When non-supervisory employees covered by this 
Agreement are placed in supervisory jobs, their seniority, 
for this purpose, will be determined by the following: 
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(1) Temporary 
(a) Non-supervisory employees who are promoted 
to supervisory positions when there is a tem-
porary increase in work load; when additional 
temporary supervisory manpower is essential; 
or when other comparable situations arise 
have a right to return to their former job classi-
fication at their former work location for a pe-
riod of six (6) months following their promo-
tion; however, the employee will not accrue 
1600 or job seniority lor time spent as a su-
pervisor and they will not pay Union dues or 
remain on the call-out roster. In this situation, 
1600 or job seniority will not be a criteria for 
selection. In order to maintain rights in their 
former Union job, they must be returned to non-
supervisory status within six (6) months of the 
temporary promotion. If they return after the 
six (6)-month period, they will be placed in an 
entry level position and for 1600 or job senior-
ity purposes will only be considered to be 
ahead of other employees with less than six 
(6) months of Company Service. It is further 
understood that the utilization of this provision 
is not intended to provide temporary supervi-
sors on a continual basis to circumvent the 
creation of permanent supervisors. 
(b) Non-supervisory employees temporarily pro-
moted to supervisory positions as replace-
ments for supervisors who are off duty will be 
selected basically by job seniority at the work 
location provided fitness and ability are sub-
stantially equal. In this situation the employee 
will continue to accrue job Seniority, pay Union 
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dues, and remain on the call-out roster. Pay 
treatment will be in accordance with Article VI, 
Section 4, Paragraph A of this Agreement. 
(2) Permanent 
(a) Non-supervisory employees who are promoted 
to supervisory positions have a right to return 
to their former job classification at their former 
work location for a period of twelve (12) months 
following their promotion. However, the em-
ployee will not accrue 1600 or job seniority for 
the time spent as a supervisor and they will 
not pay Union dues or remain on the call-out 
roster. In order to maintain rights in their former 
Union job, they must be returned to non-su-
pervisory status within twelve (12) months of 
the promotion. If they return after the twelve 
(12)-month period, they will be placed in an 
entry level position and for 1600 seniority pur-
poses will only be considered to be ahead of 
other employees with less than six (6) months 
of Company Service. 
(b) When former non-supervisory employees 
have held a supervisory position for twelve (12) 
months or longer and are returned to non-su-
pervisory jobs, for disability reasons only, they 
will be placed in such a manner as to be able 
to perform meaningful work without adversely 
affecting the job seniority or overtime of em-
ployees in that line of progression. These 
cases will be referred to the Disability Com-
mittee for resolution. 
D. (1) A transfer in this Paragraph D is defined as a 
change from one job to another in the same job 
classification and progression line. 
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(2) Employees cannot transfer to a job in the same 
progression line or change jobs to other progres-
sion lines during the first six (6) months of em-
ployment. Employees will be considered for pro-
motions in their line of progression during the first 
six (6) months of employment based on their abil-
ity and job seniority. For posted job vacancies, 
employees with less than six (6) months' Com-
pany Service may submit job bidding forms. How-
ever, only employees who have attained six (6) 
months' Company Service must be given consid-
eration for the posted job. 
{3) Transfer requests shall be made in writing by 
the employee before a vacancy exists and em-
ployees shall forward a copy to the Local Union 
Business Office. For seniority purposes, employ-
ees requesting a transfer will be considered on 
the basis of their job seniority in comparison to 
the job seniority of employees in the next lower 
job classification in the progression line. Trans-
ferred employees will retain their job seniority 
date for promotional purposes only. 
(4) Employees with more than six (6) months Com-
pany Service voluntarily requesting a transfer 
within the same job classification and same pro-
gression line are restricted to one (1) transfer ev-
ery five (5) years for each job classification. This 
applies to all job classifications and all pro-
gression lines. No transfer requests will be al-
lowed across progression lines. 
An employee who was displaced and obtains a 
job at a different facility within their 
progression line will have no lime limits for hon-
oring transfer letters as long as they are 
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attempting to return to the facility they were 
originally displaced from. This would also ap-
ply if they were attempting to return to any 
closer facility within their progression line, For 
example, if an employee was displaced from a 
job at the Harrisburg SC, and obtained a job in 
the placement process at the Newport SC, he 
would be allowed to submit transfer requests 
to either West Shore SC or Harrisburg SC with-
out the five (5)-year restriction. 
(5) Employees in the Office Jobs Concept with more 
than six (6) months Company Service requesting 
to change jobs to other progression lines must 
enter those progression lines at bottom entry level 
jobs. For seniority purposes, employees chang-
ing jobs to other progression lines will receive a 
new job seniority date effective the start of the 
first pay period after notification of selection. 
(6) Employees with more than six (6) months Com-
pany Service transferring on posted job vacan-
cies will not be restricted to the one (1) transfer 
rule. For seniority purposes/employees transfer-
ring on a posted job vacancy within the same pro-
gression line will retain their original job seniority 
date. Employees who change jobs to other pro-
gression lines as a result of bidding on a posted 
job vacancy will receive a new job seniority date 
effective the start of the first pay period after noti-
fication of selection. 
(7) Voluntary return rights within the first six (6) months 
of a job change shall be restricted to progression 
line promotions and posted jobs. Employees who 
accept a posted position at a location and vol-
untarily return during their probationary period 
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will not be permitted to rebid the same job clas-
sification at that location for four (4) years. 
(8) Employees entering Apprenticeship Programs on 
or after August 2, 1982 are restricted from bid-
ding into other Apprenticeship Programs after the 
six (6)-month probationary period has been 
completed. 
E. The Company may administer tests for determining 
the aptitudes of employees being considered for entry level 
positions and for entry into formal training programs. After 
suitable training, tests of achievement and ability may be 
administered for the purpose of determining qualifications 
for progression within formal training programs, and to com-
ply with governmental regulations. 
Employees will not be required to successfully complete 
tests to retain a job classification unless periodic testing is 
specifically required as a part of a formal training program 
or by governmental regulations. If an employee success-
fully performs a job for six (6) months within the past five 
(5) years without having taken the appropriate entry test(s), 
this test(s) will be waived for this employee. 
Employees who fail a minimum entry test two (2) times 
will be restricted from re-testing for a period of six (6) 
months from the date of the second test. If the employee 
can show the Company that they have made efforts to 
improve their skills, the six (6) month restriction will be 
waived. 
Employees who meet or exceed test cut-off scores will 
be considered to have passed the test on an equal basis, 
and will be considered for job openings in accordance with 
Article V, Section 2, Paragraph A of the Labor Agreement. 
The confidentiality of all tests shall be preserved and 
actual test questions, employee answer sheets and indi-
vidual test scores will not be released by the Company. 
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The Company will review actual test questions and results 
with employees upon request, for all skill assessment tests 
for purposes of identifying strengths and weaknesses. 
Upon request the-Company will continue its practice of 
. reviewing the areas of strengths and weaknesses related 
to aptitude'tests with employees. 
If a question arises regarding test administration or the 
validity of a test relative to the job in question, it may be 
submitted through the Grievance Procedure of Article III for 
resolution. It is further understood that tests and agreements 
on testing reached prior to August 2, 1982 will remain in 
effect and for the purpose of filling job vacancies, the Com-
pany may administer tests to determine job qualifications, 
which will be discussed with the Union prior to implementa-
tion. Any resulting disputes may be submitted through the 
Grievance Procedure. 
F. If an employee voluntarily quits, or was discharged 
for cause, and is rehired, he will not receive credit for his 
previous period of Company Service. If an employee is re-
employed within two (2) years after layoff, he will receive 
credit for Company Service and 1600 Seniority, but will be 
given a new job seniority date. 
G. Seniority will not be considered when it is necessary 
to rearrange temporarily an employee's duties to meet an 
emergency. 
H. The Company will notify the Local Union President 
before the effective date of any promotion, transfer, demo-
tion or lay off. If a disagreement arises concerning the 
Company's decision involving fitness, ability and/or senior-
ity, such disagreement may be submitted under Article III of 
this Agreement. 
L The Company will provide the Union with monthly 
computer updates of employee information as agreed to in 
the Memorandum of Agreement signed April 6, 1987. 
33 
Article V — Sec, 2 
J. If an employee, selected to fill a job vacancy, is de-
layed in reporting to such job because the Company is un-
able to release him, he will be credited with seniority from 
the start of the first pay period after the notification of his 
selection. If the new job represents a promotion for theem-
ployee, the employee will receive the appropriate pay credit 
two (2) pay periods following the start of seniority credit, 
and will be considered on probation for a period of six (6) 
months from the day the employee reports to the new job. 
In the event the new job represents a transfer or demotion, 
the employee will receive the appropriate pay credit and 
begin the six {6) months probationary period at the time the 
employee actually reports to the new job. 
K. Voluntary and involuntary job changes shall be handled 
as follows: 
(1) When employees voluntarily or involuntarily 
demote in the sime line of progression during the 
six (6) months' probationary period, they will de-
mote to their former job classification at their former 
work location. They will receive job seniority in the 
lower classification for all time spent in the higher 
classification. Employees voluntarily or involun-
tarily returning from a job in another line of pro-
gression during the six (6) months' probationary 
period will return to the job classification at the work 
location where they last satisfactorily completed 
their probationary period. Employees voluntarily 
returning will receive no seniority credit in the job 
they return to for the time spent in the other pro-
gression line. However, seniority credit will be re-
sumed starting with the first pay period after re-
ceipt of their written request to return. Employees 
invoiumariiy returning will receive seniority credit 
in the job they return to for the time spent in the 
other progression line. 
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(2) When employees involuntarily demote in their pro-
gression line after the six (6) months' probation-
ary period for reasons other than displacements, 
they will return to thp. next tower job classification 
they are capable of performing satisfactorily, which 
may result in subsequent promotions for other 
employees in the line of progression, unless a 
vacancy exists in the lower classification. Employ-
ees will receive job seniority credit in the lower job 
classification for the time spent in the higher clas-
sification. 
(3) When it is necessary to involuntarily return em-
ployees to jobs outside their progression line after 
the six (6) months' probationary period, consider-
ation will be given to the employee's previous Com-
pany Service and experience. New seniority date 
for progression line and/or department service 
shall be established effective the date of the 
employee's return. If such employees are returned 
to the job they previously held because a non-su-
pervisory employee promoted to a supervisory 
position and subsequently returns within twelve 
(12) months of that promotion, the returned em-
ployee will receive seniority credit in the job they 
return to for the time spent in the other progres-
sion line. 
(4) To demote voluntarily after the six (6) months' pro-
bationary period, employees may request to be 
placed in a vacancy in a lower job classification in 
the progression line they satisfactorily held, un-
less the lower job was not in the progression line 
when the employee promoted to the higher job. In 
this instance, the employee can demote to a posi-
tion they did not hold. If a vacancy is not available 
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and it is possible to demote the employee to a job 
classification he satisfactorily held in the progres-
sion line through subsequent promotions in the 
progression line, with the approval of the Com-
pany and Local Union Office, such a move may be 
initiated. For job seniority purposes, the employee 
will receive no seniority credit in the lower classifi-
cation for time spent in the higher classification. 
However, if the employee subsequently promotes 
to the higher classification, he will be credited with 
the time previously held in the higher classifica-
tion. 
(5) When a vacancy occurs within a progression line 
and employee requests for demotion and/or trans-
fer are on record prior to the vacancy, they will be 
considered along with promotional candidates. 
Employees shall forward a copy of the demotion 
or transfer request to the Local Union Business 
Office. For seniority purposes, the consideration 
order will be determined by comparing their job 
seniority in their respective job classifications. The 
employee with the greatest job seniority date will 
receive first consideration. 
L. Posting Jobs 
When a vacancy exists and a replacement is not avail-
able from the method of filling vacancies prescribed in Sec-
tion 2 of this Article V, the Local Union Chief Steward and 
the responsible Management representatives shall arrange 
to post, for seven (7) calendar days, a notice of the vacancy 
to the extent deemed necessary and receive bids for the 
job. Employees desiring to be considered must make appli-
cation during the prescribed period to the appropriate Man-
agement representatives and shall forward a copy to the 
Local Union Business Office. The Local Union Office and 
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the employees.making application will be notified of the 
results of each posting and the IBEW Local 1600 Seniority 
date used to select the successful bidder 
M. Entry Level Jobs 
(1) When vacancies exist in the following entry level 
jobs, they shall be filled in the subsequent manner: 
Building Custodian-Susquehanna 
Drafter-Level I 
Handyman-Susquehanna S.E.S. : 
Handyman-System Crews 
Loading Dock Worker 
Mai! Clerk 
Protective Equipment Test Helper 
Surveyor Level I 
Technician-Trainee 
Transportation Handyman 
(a) The first and second vacancy shall be 
posted systemwide for all employees. 
For seniority purposes they will be con-
sidered on the basis of their I.B.E.W. 
Local 1600 Seniority. 
(b) The third vacancy shall be filled by a 
newly hired employee. If no one bids 
the first or second vacancy, a new em-
ployee will be hired. 
(2) The jobs of Steno/Clerk-Entry, Customer Service 
Clerk, Operator-Printing Services, Assistant Op-
erator-Office Services, Clerk-Cash Receipts, 
Helper-FS/RM, Administrative Support Clerk, 
Telemarketing Clerk, Enrollment/Billing Clerk, 
and Assembler will be filled by newly hired 
employees. 
Employees may submit a written request for a job change 
to a vacancy in the positions of Helper-FS/RM and Assembler 
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and will be considered for every third vacancy provided they 
are qualified to perform the job. 
Employees in the Office Jobs Concept may submit a 
written request for a job change to a vacancy in the posi-
tions of Steno/Clerk-Entry, Customer Service Clerk, Opera-
tor-Printing Services, Assistant Operator-Office Services, 
Mail Clerk, Enrollment/Billing Clerk, and Clerk-Cash Re-
ceipts, and will be given consideration for vacancies in 
accordance with Exhibit I. Employees outside the Office 
Jobs Concept may also request to fill a vacancy in one of 
these positions and will be considered for every third va-
cancy in accordance with Exhibit !, provided all requests 
from Office Jobs Concept employees are considered and 
they are qualified to perform the job. When several em-
ployee requests are on record for an Office Jobs Concept 
vacancy and they meet the selection criteria for a job va-
cancy, the qualified candidates shall be considered on the 
basis of their l.B.E.W. Local 1600 Seniority. 
M Above Entry Level Jobs 
(1) For those Advanced Level Office Jobs Concept 
positions in the General Office that are posted, 
General Office OJC employees will receive first 
consideration. For seniority purposes they will be 
considered on the basis of their General Office OJC 
seniority. If no one successfully bids the vacancy, 
it will be posted systemwide in accordance with 
Paragraph (2). 
(2) If vacancies occur in other jobs and they cannot 
be filled in accordance with normal procedures, 
they shall be posted systemwide for all employ-
ees. For seniority purposes, they will be consid-
ered on the basis of their IBEW Local 1600 Se-
niority. 
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(3) tf no one successfully bids the vacancy, a new 
employee will be hired. 
O. In the event the successful bidder for a posted job 
returns to his/her former job classification within the six (6) 
months' probationary period, the same job vacancy number 
and list of bidders will be utilized to fill the vacancy. How-
ever, if the successful bidder promotes in the line of pro-
gression or bids and accepts another posted job vacancy 
during the six (6) months' probationary period, the vacated 
job will be filled in accordance with the requirements of the 
next vacancy number. 
P. Female employees in the Office Jobs Concept who 
successfully bid or accept one of the entry-level jobs listed 
in this Paragraph P; and minority male employees, as de-
fined by the EEOC, holding any of the job titles found in 
Article XII, Section 1, Paragraph B, who bid and accept 
one of the entry-level jobs listed in this Paragraph P (ex-
cluding Helper-FS/RM), shall not have their regular rate of 
pay reduced from that which they received in their former 
jobs. The red-tagged rates continue to apply if they subse-
quently promote in these progression lines. They wiH receive 
all applicable pay increases or portions thereof when the 
maximum rate of the job they are performing equals or ex-
ceeds their red-tagged rate of pay. The red-tagged rates of 
pay will not apply to female and minority, employees who 
subsequently bid and accept a job other than the entry-level 
jobs listed: 
Helper-FS/RM 
Handyman-Susquehanna 
Handyman-System Crew 
Protective Equipment Test Helper 
Surveyor Level t 
Transportation Handyman 
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NOTE: The red-tagging option will be granted once in an 
employee's career. In addition, eligible employees 
who bid and are awarded a position at a red-tagged 
rate of pay and who return within the probationary 
period will lose their red-tagged rate of pay and will 
have no further opportunity to utilize the red-tag-
ging option. 
Q. For purposes of this Agreement, I.B.E.W. Local 1600 
Seniority shall constitute all service accrued in the former 
Employees Independent Association, former I.B.E.W. Lo-
cal 1520, former U.W.U.A., former Hershey Electric Com-
pany, former Pennsylvania Mines Corporation, and any time 
in I.B.E.W. Local 1600. 
Section 3. Lay Off 
A. <6 Months Employees with less than six (6) months 
service are subject to lay off without regard to function or 
departmental manpower requirements. During this six (6) 
months period, the Company shall have the sole and exclu-
sive right to lay ofl such employee and Article 111 of the Agree-
ment shall not apply. 
B. >6 Months Regular, full-time employees covered by 
this Agreement with six (6)-months or more service may be 
subject to lay off in accordance with this Article. 
C. Notification The Company will notify full-time employ-
ees ten (10) working days, exclusive of Saturdays, Sundays 
and holidays, prior to the effective date of lay off, provided 
such employee has attained 6 months of continuous ser-
vice. 
Section 4. Specific Temporary Employees 
A. Personnel employed by the Company for temporary 
work, not to exceed nine (9) months, shall be designated as 
"specific temporary." They shall not accrue job seniority and/ 
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or Company Service for the duration of their employment, 
and shall have no bidding rights. Upon completion of the 
temporary work, they shall be terminated. 
The rate of pay for specific temporaries shall be no less 
than the minimum of the job classification for which they are 
employed, not to exceed the equivalent of a 8-3 rate of pay. 
They will be required to comply with Article II, Section 1 of 
this Agreement. Employee benefits and entitlements will be 
limited to: Workers' Compensation and Accidental Death 
and Dismemberment Insurance; time and one half for all 
hours over eight (8) on a W-Day; time and one half for all 
hours worked on the first ST-Day; time and one half for all 
hours worked on a holiday; double time for all hours worked 
on the second ST-Day; double time for sixteen (16) or more 
•consecutive hours; change of shift premium; shift differen-
tial and meal allowances. The Company will have the sole 
and exclusive right to terminate such employees and Article 
111 of the Agreement shall not apply. 
This provision will not limit the Company's right to con-
tract out work as stated in Article II, Section 5, Paragraph D 
or Article XII Section 2 A. 
Section 5. Part-Time Employees 
A. Personnel employed by the Company for situations 
where there is no need for a full-time position, less than 20 
hours per week, shall be designated as "part-time worker." 
The need for using such employees will be reviewed with 
representatives of Local 1600 prior to the commencement 
of such work. If there is a'reduction in the workload at any 
location in such classifications the part-time employees 
will be released prior to affecting the full-time employees. 
B. The rate of pay for part-time employees will be the 
first step of the appropriate salary table for the classification 
of work for which they are hired. With satisfactory perfor-
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mance, progress to the subsequent salary table steps will 
be at 26 pay period intervals. Part-time employees will be 
eligible to bid on full-time positions based on their qualifica-
tions prior to the hiring of a new full-time employee. They 
will be considered after all full-time employees who bid the 
same vacancy. Their seniority rights relative to other part-
time employees will be based on their respective dates of 
hire. 
C. Employee benefits will be limited to: Health Care Cov-
erage - eligible after 30 days of employment with employee 
payment of 20%; Vacation - forty (40) hours a year after one 
year of employment; Holiday Pay - eligible if a regularly 
scheduled W-day; Personal Time Off (Mini-Vacation) - eight 
hours mini-vacation per year; Sick Leave • up to 24 hours 
per year after three (3) months of employment; Employee 
Savings Plan - eligible after one year of employment; Flex-
ible Spending Accounts - eligible after one year employ-
ment; Accidental Death or Dismemberment - equal to three 
(3) times annualized base pay; Group Life Insurance -
$10,000 and Workers' Compensation - eligible. 
D. Specific rules and guidelines for part-time employees 
in the Customer Care Center are addressed in Article XIII. 
ARTICLE VI 
JOB DESCRIPTIONS, CLASSIFICATIONS AND 
SALARYTABLE PROCEDURES 
Section 1. Job Descriptions - Classifications 
A, The Company will maintain job titles and descrip-
tions, job classifications and salary tables in order to se-
cure a uniform and orderly method of determining com-
pensation for various duties performed. 
B. The Company will prepare new or eliminate old job 
titles and descriptions or otherwise revise or modify them 
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when necessary to meet changed conditions. Requests 
for new jobs and requests for re-evaluation for existing 
jobs will be handled in accordance with Exhibit N. 
C. The job description for each employee describes, in 
general, his responsibilities and the duties he is expected to 
perform. These duties include other work for limited periods 
when necessary to meet service requirements or to substi-
tute for sickness or vacation; or when normal work is slack; 
or while training for advancement to higher jobs. 
D. The number of employees in each job title is limited 
by the amount and the nature of the work to be done. If a job 
vacancy occurs, the Company wilt notify the Union within 
three (3) weeks thereafter whether such vacancy will be filled. 
Section 2. Salary and Hourly Wage Tables 
A. This agreement provides for general wage in-
creases of 3.5% effective May 13, 2002; 3.4% effective 
JMay 12, 2003; 3.5% effective May 10, 2004, and 3.45% 
^effective May 9,2005. 
I,, B. See Exhibit A for Salary and Hourly Wage Tables [section 3. Combination Jobs ' A. When an employee has a relief or utility job title and (/regularly works in two or more job classifications covered 
' by this Agreement, the rate of pay for this combination job 
shall be the average of the rates applicable to the two high-
est jobs in which he regularly works. 
Section 4. Temporary Transfers or Substitutions 
A. When an employee temporarily relieves or substi-
tutes for an employee in a higher classification who is off 
duty with regular pay due to sickness or injury, he shall be 
paid at the rate of his regular classification during such 
period of substitution. When the pay of the relieved em-
ployee is reduced during the period of substitution, or the 
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relieved employee has been off duty for four (4) pay peri-
ods, the employee selected to fill the job shall then be paid 
the appropriate rate of the relieved employee's classifica-
tion. When an employee temporarily relieves or substitutes 
for an employee in a higher classification due to vacation 
or other absence, he shall be paid at the rate of his regular 
classification during such period of substitution. 
B. An employee who temporarily relieves or substitutes 
(or an employee in a lower classification shall continue to 
receive the pay of his regular classification. 
C. When one employee is substituted for another in a 
shift position, and a choice cannot be made without over-
time, an employee with the same job title as the absent 
employee will be selected where possible. This provision 
will not increase overtime payments over the minimum nec-
essary to accomplish substitution. 
Section 5. Salary Progression for New, Reemployed,; 
Rehired, Promoted, Transferred and Demoted Employ-), 
ees ^ 
A. NEW EMPLOYEES hired to fill any of the jobs cov/J 
ered by this Agreement shall be considered probationary 1 
for the first six (6) months of their employment. For jobs with1! 
multiple step increases, they shall be hired at the First Step'j 
and will receive the Second Step at the end of six (6) months,' 
if they are to be continued in the Company's employ be-
yond the end of that period. Employees on the "A" salary 
table receive step increases in accordance with the ap-
propriate Apprentice Program agreements. 
B. STEP INCREASES FOR NEW EMPLOYEES who have 
completed their probationary period and who are perform-
ing satisfactorily in their jobs shall be made at salary table 
intervals measured from the date the Second Step 
was attained. 
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C. REEMPLOYED EMPLOYEES: 
(1) Those who had been laid off, but still retain their 
1600 Seniority and Company Service, will be given 
the salary table rate to which they are entitled by a 
consideration of their Company Service. First step 
if Company Service is less than one (1) year; sec-
ond step if Company Service is one (1) year or 
more but less than 5 years; third step if Company 
Service is five (5) years or more. 
(2) Step increases for reemployed employees who 
are performing satisfactorily in their new jobs 
• shall be made at salary table intervals. 
D. REHIRED EMPLOYEES 
(1) Those who resigned, were discharged, or were laid 
off and no longer retain their 1600 Seniority or 
Company Service, will be given: 
(a) The First Step, if their previous service with 
the Company was less than one (1) year. 
(b) The Second Step, if their previous service 
with the Company was one (1) year or 
more. 
fy E PROMOTED EMPLOYEES are those assigned to a 
'job in a higher classification for which the maximum weekly 
rate is $5.00 or more above the maximum rate for the old 
job. They will be considered as on probation for the first six 
(6) months in the new job. The salary table step for pro-
moted employees will be the next higher rate above their 
present rate which provides an increase of $5.00 per week, 
or the Third Step of the new rate (provided they have at-
tained five (5) years Company Service), whichever is greater. 
Whenever the promotion date coincides with the date for a 
step increase, the step increase shall be made and the rate 
for promotion then determined. 
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Salary step treatment for employees on the "F" Table with 
less than two (2) years Company Service who promote to a 
new salary table group will be determined as follows: 
(1) Select "B" Table salary group that has a maximum 
rate corresponding to the "F" Table hourly rate. 
(2) Convert Company Service to a step on the "B" 
Table salary group. 
(3) Apply rules for promotion from that step to the new 
salary table group. 
(4) The next step increase will be based on Company 
Service. 
F. STEP INCREASES FOR PROMOTED EMPLOYEES 
who have completed their probationary period and who are 
performing satisfactorily in their jobs shall be made at sal-
ary table intervals measured from the date of promotion, 
except: 
(1) If the amount of the promotion increase of the newi 
job is $5.00 or more but still less than the amount 
of the next step increase the employee would have, 
received in his old job, the date of his next stepJJ 
increase will be the date on which he would h a v e ^ 
received a step increase in the old job. 
G. TRANSFERRED EMPLOYEES are those a s s i g n e d ^ ' 
to another job tor which the maximum weekly rate is less ^ * 
than $5.00 above or below the maximum rate for the old 
job. They will be on probation for the first six (6) months in 
the new job. Transferred employees will receive the salary 
table step for the new job corresponding to the step they 
attained on the old job. The next step date will remain the 
same. Employees transferring from single rate jobs on the 
"F" Table to another salary table who have less than two (2) 
years' Company Service will receive the salary step corre-
sponding to their Company Service. The next step increase 
will be based on Company Service. 
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H. "A" SALARY TABLE: When employees on the "A" Sal-
ary Table change jobs to another salary table, their current 
step rate will be utilized to determine promotion, transfer or 
demotion. 
I.' DEFERRED STEP INCREASES: Step increases for em-
ployees who have been off duty for one (1) pay period or 
more-for reasons other than vacation, or step increases for 
employees on modified duty who are not performing the pri-
mary duties of their job description will be postponed for a 
corresponding period. 
J. UNSATISFACTORY PERFORMANCE: 
(1) Any employee who is not performing satisfactorily 
in his job will be subject to demotion and, in un-
usual cases, to discharge. If he is an employee 
who has completed his period of probation but has 
not reached the maximum rate for his job, he will, 
if his progress in the job is unsatisfactory, also be 
subject to having his step increases held up until 
satisfactory progress is shown. 
(2) No action will be taken in accordance with the 
above until the employee has been forewarned by 
. his supervisor and the reasons why his perfor-
. mance or progress is considered unsatisfactory 
" fully explained to him. In all such cases, the 
• Union's accredited representative will be kept in-
formed regarding the employee's status and any 
contemplated change in his status. 
(3) When it is necessary to demote an employee due 
to his inability to perform his job, he will be given 
as much notice as possible and his salary rate 
will be reduced in accordance with the provisions 
of Paragraph K (2) or (3). 
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K. DEMOTIONS occur when employees change to jobs 
whose maximum weekly rate is $5.00 or more below the 
maximum rate for their present job. 
{1) When it is necessary to demote an employee in 
connection with a job change as a result of the 
provisions in Article X, (Placement Process) and 
Article VIM, Section 10, Paragraph C (Disabled 
Employees), he will be given as much notice as 
possible, and shall have his salary reduced in 25% 
increments every 6 months for a period of 18 
months in order to reach the appropriate rate of 
pay of the lower job. The first reduction will occur 
when the employee physically reports to the job. 
(2) When it is necessary to demote an employee be-
cause he has failed to meet the job requirements 
while on probation or upon completion of a tem-
porary job, his salary rate will be reduced to the 
step he would have attained in his former job. The 
reduction in salary rate will be made immediately 
upon the employee assuming the duties of the 
lower job. The same procedure will apply when 
the demotion to his former job classification is at 
his request and for his personal advantage during 
the probationary period. 
(3) When employees demote after the probationary 
period, their salary will be reduced to the step for 
which their Company Service qualifies them or the 
next lower step rate below their present rate which-
ever is less except as provided in Article V, Section 
2, Paragraph P. The reduction in salary will be made 
immediately upon the employees assuming the 
duties of the lower job and subsequent step in-
creases will follow in six (6) months or be deter-
mined by their Company Service depending on 
the method used to determine the rate. 
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L TIME INTERVALS: The time intervals referred to in 
this Section 5 of Article VI shall be interpreted as follows, irt 
conformance with present practices and interpretations. 
Equivalent 
Monthly Interval Bi-Weekly Time Interval 
6 Months or 1/2 Year 13 Bi-Weekly Pay Periods . 
12 Months or 1 Year 26 Bi-Weekly Pay Periods 
18 Months 39 Bi-Weekly Pay Periods 
M. EFFECTIVE DATES: The salary changes referred to 
in this Section 5 of Article VI shall become effective at the 
beginning of the payroll period following completion of the 
prescribed period of employment. 
Section 6. Bi-Weekly Pay Days 
A. Bi-weekly salary and overtime for the current pay pe-
riod will be paid on or before the fifth calendar day after the 
close of the pay period. 
B. All paper pay checks and paper direct deposit 
advices will be mailed to an employee's specified ad-
dress via the United States Postal Service. The Com-
pany will continue its current payroll practices of de-
positing pay checks in the mail 2 days before payday 
(e.g., Wednesday for a Friday payday) in an effort to en-
sure that employees will receive their checks on pay-
day. The Company will continue to provide electronic pay-
ment (i.e., direct deposit) options to employees which 
will ensure that the employee's pay is deposited to their 
account and the funds are available on payday. If the 
Company fails to meet the deadlines specified above, 
the Company will reimburse employees for any resulting 
reasonable late fees or banking fees directly related to 
the Company not meeting the deadlines specified above. 
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ARTICLE VII 
VACATION, LONGEVITY PAY, HOLIDAYS 
FOR FULL-TIME EMPLOYEES 
Section 1. Vacation Allowance 
A. An employee having a period of employment with the 
Company of at least one (1) year shall be entitled to vaca-
tion allowances as shown below: 
Period of Employment Vacation Allowance 
1 Year But Less Than 2 Years 40 Hours ( 5 Days) 
2 Years But Less Than 5 Years 80 Hours (10 Days) 
5 Years But Less Than 6 Years 88 Hours (11 Days) 
6 Years But Less Than 7 Years 96 Hours (12 Days) 
7 Years But Less Than 8 Years 104 Hours (13 Days) 
8 Years But Less Than 15 Years 120 Hours (15 Days) 
15 Years But Less Than 22 Years 160 Hours (20 Days) 
22 Years But Less Than 30 Years 200 Hours (25 Days) 
30 Years Or More 240 Hours (30 Days) 
B. Subject to the provisions covered in Sections 3 A and 
3 B of this Article, an employee may elect to take any vaca-
tion allowance in excess of eighty (80) hours (ten (10) days) 
as longevity pay. 
C. All vacation and longevity pay will be regular pay 
(based on salary tables) the employee would have received 
on his regular job. Longevity pay shall be paid on the basis 
of the employee's regular straight time rate in effect for the 
last complete pay period in November of each year and paid 
on the regular pay day for that pay period. 
D. Employees leaving the Company due to a lay off will 
have the option to retain or be paid for their remaining vaca-
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tion allotment. This allotment must be utilized/paid by year 
end. If reinstated, such employees must work for a period 
of four (4) pay periods before receiving any accrued vaca-
tion allowance. Employees leaving the Company due to a 
leave of absence will have the option to retain five (5) days 
of their vacation allowance. They will be eligible to take any 
remaining and accrued vacation allowance two (2) pay 
periods after reinstatement. In both cases, vacation allow-
ance will be prorated on the basis of the actual time worked 
by the employees in the previous year. 
E Employees may convert eight (8) or sixteen (16) 
hours of their annual vacation allowance to Personal 
Time Off (Mini-Vacation). Employees are required to 
submit their request for this conversion to the Company 
prior to November 1"of the previous year. 
Section 2. Period of Employment 
A. An employee shall be considered to have had a pe-
riod of employment of one (1) year as soon as he has been 
on the payroll twelve (12) full calendar months and shall be 
entitled to his first vacation in the calendar year during which 
he completes his first year of employment. 
B. The periods of employment'referred to in this Article 
VII shall be similarly measured. 
C. For these purposes if a year of employment is com-
pleted between December 1 and December 31, inclusive, 
it will be considered as having been completed on 
November 30. 
D. An employee's Company Service and 1600 Seniority 
shall terminate when he quits, is discharged for cause, is 
laid off and fails to return to work after due notice or has not 
been recalled to work within twenty-four (24) months after 
the date laid off. If rehired new Company Service and 1600 
Seniority dates will be established. 
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Section 3. Qualifications and Regulations—Vacations and 
Longevity Allowances 
A. Vacation schedules covering the period from Janu-
ary 1 to March 31 of each year shall be prepared on or 
before November 1 of the preceding year. Schedules cov-
ering the period from April 1 to December 31 shall be pre-
pared on or before March 1 of that year. These schedules 
shall be considered tentative and may be modified by, or 
with the approval of, the Department Head as unforeseen 
conditions develop. 
B. These schedules shall be prepared by the Depart-
ment Head using as a basis dates (first, second and third 
choices) selected by the employees. It shall be the respon-
sibility of the Department Head to schedule these vacations 
throughout the entire year in order that the Company's busi-
ness and operation may continue in an efficient manner. 
Whenever there is a conflict in dates, it will become a matter 
to be straightened out between the employees involved. If 
this procedure.fails, the Department Head will decide the 
matter, taking into consideration length of service of the em-
ployees involved, the reasonableness of each employee's 
claim to the particular time, the settlement of similar con-
flicts in previous years and all other pertinent factors. 
C A vacation may begin at any time provided it is prop-
erly coordinated with the vacation periods of other employ-
ees involved. 
D. Except as provided in Section 3 K of this Article, vaca-
tions may be split into periods of not less than eight (8) sched-
uled hours, with the approval of the Department Head. 
E. All scheduled hours elapsing while an employee is on 
vacation shall be counted as a part of the vacation except 
that when a Contract Holiday falls on any W-day in the pe-
riod, it shall not be counted as vacation. 
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F Vacations shall not be postponed by the Company to 
avoid paying overtime. 
G. An employee who is in the Company's employ on De-
cember 31 of any current calendar year, or the next preced-
ing work day to such date, and whose employment with the 
Company does not terminate on such day, and employees 
laid off December 31 shall be entitled in the next succeed-
ing calendar year to the same vacation period, including 
longevity allowance, to which he was entitled during the said 
current calendar year. However, an employee who initially 
during such succeeding calendar year becomes entitled to 
increased vacation or longevity allowance under Paragraph 
A of Section 1 of this Article VII, upon meeting the eligibility 
requirements of said Sections shall be entitled to the vaca-
tion allowance therein provided. 
H. In event of termination of employment of an employee 
for any cause prior to taking of the full vacation allowance or 
payment of longevity allowance to which he is entitled as 
provided in the next preceding Paragraph, such employee 
shall be paid the longevity allowance, if any, and an amount 
of vacation pay (as defined in Section 1 C of this Article VII) 
in lieu of such vacation allowance equivalent to the pay which 
he would have received in respect of such vacation period 
or the part thereof not completed, had such vacation been 
taken immediately prior to such employment termination. In 
the event of termination of employment due to death of an 
employee who has not received the vacation or longevity 
pay to which he is entitled, payment will be made to the 
person legally entitled thereto for his vacation and longevity 
allowance less any portion of that allowance the employee 
had previously received. 
I. In addition to the vacation and longevity allowance 
provided in the foregoing provisions of this Article, an em-
ployee who retires shall receive an additional allowance. 
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This allowance shall be determined by applying to his regu-
lar vacation and longevity entitlement for the current calen-
dar year the same ratio as the number of full calendar months 
worked in the current calendar year bears to twelve (12) 
months and rounding the result to the nearest multiple of 
eight (8) hours. For the purpose of this Paragraph, an em-
ployee whose employment terminates because of long term 
disability shall be considered as one who retires. An addi-
tional allowance determined in the same manner will be paid 
to the person legally entitled thereto for an employee who 
dies. 
J. Except as provided in Section 3 K of this Article, vaca-
tion allowance not taken in the calendar year during which 
the employee is entitled thereto cannot be accumulated and 
added to the vacation allowance of succeeding year or years 
unless the employee was prevented from taking his full va-
cation allowance because of illness, injury or at supervisory 
request with mutual agreement. Unused vacation allowance 
as a result of illness or injury shall be taken as soon as it 
can be scheduled after the first full pay period following the 
employee's return to work; and in the case of supervisory 
request, within the first three (3) months of the succeeding 
calendar year. When an employee is permitted to take such 
vacation, it shall not be considered part of the employee's 
vacation entitlement for any succeeding calendar year un-
der the provisions of Section 3 G of this Article. 
K. An employee with a period of employment of eight (8) 
or more years, subject to the approval of the Department 
Head, may elect not to take all his vacation allowance in the 
calendar year in which he is entitled thereto but may elect to 
carry over vacation allowance into the succeeding calendar 
year under the following conditions: 
(1) A minimum of forty (40) hours {five (5) days) must 
be carried over and taken in one period within the 
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first three (3) months of the succeeding calendar 
year. 
(2) Eligible employees shall indicate their intent 
to carry over vacation as early as possible 
in the current year but, in no event, later than No-
vember 1. 
(3) When an employee is permitted to take such va-
cation, it shall not be considered part of the 
employee's vacation entitlement for any succeed-
ing calendar year under the provisions of Section 
3 G of this Article. 
L. (1) When an employee is off duty because of sick-
ness or injury at the time his vacation is sched-
uled to begin, the vacation may be rescheduled. 
(2) Employees who become hospitalized while on va-
cation may reschedule that portion of their vaca-
tion which was spent in the hospital, provided the 
'hospitalization was of more than one (1) day's 
duration and a hospital certificate containing the 
admission and release dates is submitted to the 
Company. 
(3) When sickness or injury occurs after scheduled 
vacation.has begun and the vacation period ex-
tends into the succeeding work week(s), the va-
cation scheduled for the succeeding work week{s) 
may be rescheduled, provided the employee prop-
erly reports off prior to the start of the next work 
week. 
Section 4. Holidays 
A. The following legal holidays will be recognized by the 
Company as Contract Holidays and observed on days when 
they are nationally observed, except as provided in Para-
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graph B of this Section 4: New Year's Day, Presidents' Day, 
Good Friday, Memorial Day, Independence Day, Labor Day, 
Thanksgiving Day and Christmas Day; in addition, the day 
following Thanksgiving Day and the last Work Day (Monday 
to Friday, inclusive) preceding the day on which Christmas 
is observed will be recognized as a Contract Holiday. 
B. When a Contract Holiday falls on a Sunday, it shall be 
observed on the following day (Monday) and the premium 
pay for the holiday shall apply on the Monday only. 
When a Contract Holiday falls on a Saturday, the Com-
pany shall have the option of observing it on that Saturday 
and allowing eight (8) hours' pay to those employees who 
do not work on that day or of designating the preceding Fri-
day or succeeding Monday as the day on which the holiday 
is observed, and the premium pay shall apply on the day 
observed only. 
NOTE: The observances in this Paragraph B are applicable 
to all employees except Fossil Plant Operators, Coal 
Yard employees, and Troublemen. Those employ-
ees whose schedules include Saturday and/or Sun-
day as W-days. Those employees will observe the 
holiday (New Year's Day, Independence Day, Christ-
mas Day, last W-day preceding Christmas) on the 
actual holiday and the premium pay shall apply to 
the actual day(s) only. 
C When a Contract Holiday is observed on a scheduled 
W-day, those employees who ordinarily work on that day and 
who are not required to carry on the Company's essential 
operations will be given their regularly scheduled hours off 
with pay. Those employees in positions from which they 
cannot be spared on the holiday will be compensated in 
accordance with the provisions of Section 4 C of Article IV. 
D. When a Contract Holiday is observed on a 
Monday to Friday ST-day, those employees in positions 
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from which they can be spared on some W-day during the 
week will have their work schedule changed so that the 
holiday becomes a scheduled W-day (which they get off 
with pay) and another scheduled W-day within that pay pe-
riod becomes an ST-day. This shall not apply in the case 
where the Contract Holiday falls within an employee's va-
cation period. Those employees in positions from which 
they cannot be spared on any W-day during the week will 
be allowed eight (8) hours' pay at their regular rate, pro-
vided they did not work and receive holiday premium. 
E Employees who are absent with pay on the day be-
fore and/or the day after a holiday, due to illness-or injury, 
will receive holiday pay for the holiday. An employee who is 
absent from work without pay on the W-day preceding a 
Contract Holiday and the next W-day following a Contract 
Holiday shall forfeit his right to holiday pay. 
F. An employee will not be entitled to any holiday pay 
until he has attained a period of employment of six (6) 
months. 
ARTICLE VIM 
GENERAL PROVISIONS 
Section 1. Sick Pay 
A. Sick pay allowances will be determined by multiplying 
an individual's number of full years of Company Service 
completed, up to a maximum of thirty (30), times eighty (80) 
hours, and subtracting from this total the number of hours 
allowed with pay for sickness or injury in the preceding seven 
(7) calendar years and the current year to date. The net hours 
derived from this calculation, up to a maximum of 2400, 
represent the number of hours that may be allowed to the 
employee for time off due to a non-occupational illness or 
injury. The day an employee becomes ill is the date from 
which the sick pay entitlement for that period of disability is 
57 
Article vtll — Sec. 1 
determined. Therefore, when a disabled employee crosses 
an anniversary date of Company Service or the date when 
the seven-year history under the Plan is updated, any addi-
tional entitlement is not available for the period of disability 
already in progress. However, the additional entitlement is 
available for future absences upon the employee's return to 
work. . , 
B. To be eligible for sick pay, an employee must have 
completed a period of employment o) six (6) months and 
have properly reported the cause of the absence in accor-
dance with established procedures. New employees who 
complete their six (6)-month probationary period will be 
eligibte to borrow forty (40) hours of sick pay from the 
eighty (80) hours that they will be entitled to after one 
year of employment. 
C. All cases of illness or injury must be bona fide. If there 
is a question regarding the nature of the illness or injury, 
medical certification may be required. False claim for sick 
pay shall subject employees to disciplinary action. 
D. Employees are required to furnish medical certifica-
tion of illness for all absences in excess of five (5) in a pay 
period year. Employees returning to work from the sixth oc-
currence of illness, and each subsequent illness within the 
year, without proper certification, shall have the period of 
absence charged to "Time Off Without Pay - No Permis-
sion." 
(1) Employees scheduled to work either Saturday or 
. Sunday, who are ill on one or both of these days, 
and properly report off, shall have up to a maxi- . 
mum of forty-eight (48) hours to obtain medical 
certification for the sixth occurrence of illness and 
thereafter. 
E. Employees will be notified when they have depleted 
approximately 80% of their sick pay and employees who 
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have utilized their full sick pay allowance will be consid-
ered for further sick pay on the earlier of the next anniver-
sary of their Company Service date or on January 1 st fol-
lowing the adjustment of their seven (7) year history. 
R The Company will pay the difference between the 
employee's full pay and the amount paid by Workers' Com-
pensation for employees absent from work due to occupa-
tional disease or injury. The amount of time available for 
such allowances will be calculated in the same manner as 
basic sick pay under Paragraph A above. When such allow-
ances are exhausted, employees will receive Workers Com-
pensation and/or Long Term Disability payments in accor-
dance'With the eligibility requirements of those programs. 
. (1) To be eligible for such payments, employees ab-
sent from work due to occupational injury must 
properly notify the Company of an accident before 
the end of the W-day during which it occurs, or at 
the beginning of the next W-day if the injury oc-
curs during non-scheduled hours in the absence 
of a supervisor. Occupational disease must be 
reported as soon as possible but no later than forty-
eight (48) hours after the onset of the disease to 
be eligible for the payments provided in this Para-
graph. 
G. Employees who exhaust their full allowances for ill-
ness or injury under Paragraphs A and F above, and who 
are not on leave of absence, will be retained on Company 
records on a no-pay status for purposes of continuing eligi-
bility for employee benefit plans for a period of time that, 
combined with the exhausted allowances, does not ex-
ceed 26 continuous weeks of absence from work. 
H. Employees with more than one (1) year of Company 
Service who have had no time off with or without pay under the 
Payroll Codes in this Paragraph, for twenty-six (26) consecu-
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tive pay periods measured from the last point where Cod 
51 (Sickness/Injury Off Duty), 56 (Compensable Injury), 6 
(Sickness-Maternity Absence), 72 (No Pay-Off No Permission), 
73 (No Pay Sickness/Injury Off Duty) and 76 (Workers Com-
pensation) have been charged, will be granted one (1) addi-
tional day off with pay. However, where charges to Code 56 
are less than eight (8) hours, the measuring period is not -
interrupted. This additional day off is considered vacation en-
titlement subject to all provisions of Article VI1. 
Section 2. Absences From Duty With and Without Pay 
A. (1) Employees having a period of employment of six 
(6) months or more will be allowed time off with 
pay in the event of the death of someone in their 
immediate family. Except as otherwise provided 
in this Paragraph, they will be excused from all 
work schedules from the time of notification of the 
death and will be expecied back to work on the 
first regular work day after the funera! not to ex-
ceed a maximum of five (5) calendar days. How-
ever, in unusual circumstances where burial de-
lays occur such as military deaths, etc., the ab-
sence may be deferred following a review of the 
circumstances and with supervisor's approval. For 
those employees scheduled to work the night 
shift that begins on the calendar day of the fu-
neral and extends into the next calendar day, they 
will be excused for that shift and expected back 
to work on their next regularly scheduled shift. 
Any additional time required by the employee may 
be charged to vacation, personal time off (mini-
vacation) or taken as time off without pay. Defini-
tion of immediate family is employee's wife (or 
husband), father, mother, stepfather, stepmother, 
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mother-in-law, father-in-law, brother, sister, son, 
daughter, stepchild, grandmother, grandfather, 
granddaughter, grandson, legal guardian, 
spouse's legal guardian or any relative residing 
in the immediate household of the employee. An 
employee shall be granted one (1) day leave 
to attend the funeral in the event of the death 
of his stepbrother, stepsister, half brother or 
half sister. If an employee is on vacation when a 
death occurs in the employee's above family re-
lationships, that portion of remaining vacation 
which coincides with the allowance for time off 
under this provision may be rescheduled. 
(2) Employees having a period of employment of six 
(6) months or more will be allowed time off with 
pay during regularly scheduled hours: 
(a) To serve on a jury, providing they are chosen 
at random and are not volunteering for the 
duty, or subpoenaed as a third party witness 
to a dispute for appearance at court. How-
ever, employees acting as an agent, em-
ployee or arresting officer oi a governmental 
authority, agency or business precipitating the 
litigation shall not be considered as a third 
party witness and this time off shall be charged 
to the proper personal time off codes. 
(b) To serve on election day at a Polling Place 
provided the employee serves in the capacity 
of Constable, Judge of Elections, Majority In-
spector, or Minority Inspector. 
(c) To serve with their National Guard or Reserve 
Unit for short emergency duty. 
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(d) To report for veteran's periodic medical 
examination in connection with a military 
disability. 
B. Personal Time Off (Mini-Vacation) M 
(1) Employees having a period of active employ- mg 
ment of six (6) months or more in the previous j f e ^ 
calendar year: | § f 
If they are on the active payroll anytime dur ing;g| | f 
the current year, they will be allowed twenty-
four (24) hours off with pay during that year, to-
be used for Personal Time Off (Mini-Vacation);! 
such as illness in the family, attendance at fu-tjj' 
nerals other than Paragraph A (1), dentist orSS 
doctor appointments, tardiness or absence due HJjS 
to snowstorms, attendance at graduation c e r - ( | ^ 
emonies, religious holidays, or for any other} 
personal reason. 
(2) Employees who had less than 6 months of 
active service in the previous calendar year: 
If they are on the active payroll between January 
1 " and June 30th inclusive, they will be allowed 
sixteen (16) hours of Personal Time Off (Mini-
Vacation) that year. If they are on the active 
payroll between July 1 " and December 3 1 " 
inclusive, they will be allowed eight (8) hours of 
Personal Time Off (Mini-Vacation) that year. 
(3) New employees (those who have not completed 
their initial probationary period) must attain 6 
months of service before they are eligible for 
any Personal Time Off (Mini-Vacation). If they 
attain 6 months of service between January 1 " 
and June 30,h inclusive, they will be allowed six-
teen (16) hours of Personal Time Off (Mini-
62 $ 
Article VIII — Sec. 2 
Vacation) that year, tf they attain 6 months of 
service between July 1" and December 31s' in-
clusive, they will be allowed eight (8) hours of 
Personal Time Off (Mini-Vacation) that year. 
(4) All Personal Time Off (Mini-Vacation) may be 
taken in increments of at least one (1) hour and 
must be approved by the employee's supervi-
sor. In unusual circumstances or extreme 
weather conditions, this Personal Time Off 
(Mini-Vacation) may be granted in less than one 
(1) hour increments at the request of the em-
ployee and with the approval of the supervi-
sor. In addition, employees may convert eight 
(8) or sixteen (16) hours of their annual vaca-
tion allowance to Personal Time Off (Mini-Va-
cation). Employees are required to submit their 
request for this conversion to the Company 
prior to November 1" of the previous year. 
(5) An employee may carry over any unused entitle-
ment of this Personal Time Off (Mini-Vacation) from 
one year to the next but not to exceed a total of 
eighty (80) hours. If employees resign, retire or 
promote to a supervisory position with entitlement 
remaining, the following options will be available: 
(a) If they can be spared, they will be allowed to 
utilize the remaining entitlement prior to their 
leave from the Company or non-supervisory 
job. However, this entitlement cannot be uti-
lized to become eligible for the following year's 
entitlements. 
(b) If they cannot be spared or elect not to uti-
lize their remaining entitlement as time off, 
employees will be compensated for the 
remaining entitlement. 
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(c) If employees are discharged, all remaining 
Personal Time Off (Mini-Vacation) will be 
canceled. 
(6) In the event of the death of an employee, payment 
for any accumulated Personal Time Off (Mini-Va-
cation) hours remaining will be made to the per-
son legally entitled thereto. 
C. Absence from duty because of illness must be 
reported in the following manner: 
(1) It is the responsibility of employees to report off to 
their supervisor or a designated Company repre-
sentative before the usual starting time every day 
of their illness which includes reporting off on ST-
days if employees are scheduled for prearranged 
work. 
(2) To allow manpower scheduling, it is the responsi-
bility of the employees to notify their Work Head-
quarters before the end of their normally sched-
uled hours on the day prior to their return to work. 
If the employees do not notify their supervisor as 
stated above and they recover sufficiently, they 
should report for work in the usual manner. 
However, shift workers shall notify their Work 
Headquarters as far in advance as possible of 
the normal scheduled shift when they are capable 
of returning to work so that substitution arrange-
ments can be canceled. 
(3) When an employee is hospitalized or has an ill-
ness that can result in a lengthy absence, it is the 
responsibility of the employees to establish a line 
of communication with their supervisor whereby 
an understanding is reached concerning the ap-
proximate duration of the illness. Once this line of 
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communication is established, agreement for in-
tervals of periodic reporting should be reached 
between the supervisor and the employees. 
(4) To be eligible for caN-outs and/or prearranged 
work, employees must report their availability to 
their supervisor or a designated Company repre-
sentative at least one (1) hour before the end of 
their last scheduled W-day prior to the day of the 
prearranged work and/or call-out roster duty. 
D. Unexcused absences will be subject to disciplinary 
action as provided in Section 5 A of Article II. Such absences 
include time off without permission, time off for illness not 
properly reported and time off for alleged illness which sub-
sequent investigation proves to be not valid. 
E. Time off without pay may be granted in unusual cir-
cumstances with supervisory permission after all accumu-
lated mini-vacation entitlements have been utilized. 
F. Pay will also be deducted for time off for disciplinary 
purposes. 
Section 3. Leave of Absence Without Pay 
A. Employees will be eligible for a Child Care or Per-
sonal Leave of Absence in accordance with the terms and 
conditions outlined in Exhibit G. 
Section 4. Inclement Weather 
A. Certain normal work will be postponed by the Company's 
supervisors or their designated representatives due to se-
vere weather conditions and employees will be held during 
scheduled hours for emergencies. Workmen will be excused 
from working aloft on poles or structures, etc., when tempera-
tures are 10°F or below at the job location. Sound judgment 
will be used in determining the type of work to be done at 
temperatures above 10°F where wind is a factor. Line Crews, 
65 
Article VIII — Sec. 4-5 
walking Meter Readers, and Electrical and Mechanical Crews 
will restrict their work to indoor activities when temperatures 
drop to 5°F or below. Work during emergencies will be per-
formed regardless of weather conditions. 
B. When outside work is postponed, employees may 
be given First Aid, Safety, or other instructions, or may be 
assigned to work indoors or in sheltered locations. 
C. Employees will not lose any scheduled time due to 
inclement weather, provided they accept miscellaneous as-
signments during such weather. 
Section 5. Meal Allowance 
A. An employee will be expected to provide one (1) meal 
for a regularly scheduled or prearranged work period. 
B. A shift worker will follow shift worker rules when tem-
porarily assigned to a day worker schedule; and a day worker 
will follow shift worker rules when temporarily assigned to 
an afternoon, night or rotating shift schedule. This assign-
ment could be as short as one (1) day duration. 
C. Effective June 24, 2002, the allowance for all meal 
entitlements will be $12.50 per meal and will be accounted 
for on the employees' time tickets. (This amount will include 
tax and gratuity for the meal.) Effective May 12, 2003, the 
meal allowance will be increased from $12.50 to $13.00, 
effective May 10, 2004 from $13.00 to $13.50, and effective 
May 9, 2005 from $13.50 to $14.00 per meal entitlement 
D. The Company will pay the appropriate meal allowance 
specified in Paragraph C as follows: 
(1) Day Workers - Unscheduled Hours 
(a) Meal entitlements at 6:00 A.M., 12 Noon, 
6:00 P.M. and 12 Midnight. 
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(b) If they have been called out and report at 
least one-half hour before their regular start-
ing time, they will be entitled to a meal en-
titlement time during that continuous work 
period. 
(2) Shift Workers - Call-Outs and Hold-Overs 
(a) One (1) meal entitlement if working two (2) 
or more but less than six (6) hours' over-
time after the employees' regular or prear-
ranged shift. 
(b) Two (2) meal entitlements if working six (6) 
to ten (10) hours' overtime after the employ-
ees' regular or prearranged shift. 
(c) One (1) meal entitlement if prearranged to 
work for a period of two (2) or more but less 
than six (6) hours' overtime before the em-
ployees' regular shift and two (2) entitle-
ments for six (6) to ten (10) hours before. 
(d) One (1) meal entitlement if called out to work 
at least one-half hour before regular start-
ing time, two (2) meal entitlements if called 
out to work for a period of two (2) or more 
but less than six (6) hours' overtime before 
the employees' regular or prearranged shift 
and three (3) entitlements for six (6) to ten 
(10) hours before. 
(e) A shift worker will follow day worker rules 
when prearranged or called out to work dur-
ing hours which are not contiguous to his 
regular shift. This includes shift workers who 
are called out or prearranged to work on a 
ST-day. 
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(3) The minimum call-out allowance shall not be 
used to determine the eligibility for meal entitle-
ments. 
(4) Meal entitlements shall not be applicable when 
time worked is a result ol the Portal-to-Portat Act 
due to transporting tools in personal vehicles from 
one location to another, or in accordance with Ar-
ticle VIII, Section 6, Paragraph F of this Labor 
Agreement. 
E For day workers, when arrangements are made 
in advance for work during non-scheduled hours, the 
following conditions will apply: 
(1) The employee will be expected to provide one (1) 
meal for that work period. However, if the work pe-
riod includes two (2) meal entitlement times, the 
employee will get one (1) meal allowance and, if 
the prearranged work is split into more than one (1) 
work period, the employee will be entitled to a meal 
if both work periods include a meal entitlement time. 
(2) When the work period is interrupted for a meal 
period, the time to eat meals will not be paid for. 
F. If the Company furnishes or pays the cost of the meal, 
the meal allowance is not applicable. 
G. When work periods involve a meal time during sched-
uled or non-scheduled hours, the time to eat the meal shall 
not be considered time worked for compensation pur-
poses. The meals shall be taken when practicable. 
H. Employees performing emergency work for other 
utilities will be paid for the time required to eat when 
work is suspended for a meal period. When eating meals 
while on emergency assignments within the PPL ser-
vice territory, employees will only deduct the time spent 
inside the restaurant from their time paid. The intent is 
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to exclude payment for time spent in the restaurant to 
order and eat a meal, but include payment for time to 
travel to and from the restaurant from the job site. 
Section 6. Travel Expenses/Per Diem Allowance 
A. The Company will pay expenses for employees who 
are required to temporarily work away from their regularly 
assigned Headquarters or attend training schools within the 
Company's designated service area. Compensation shall 
be administered in accordance with the procedures de-
scribed in this Section 6 and Exhibit E. 
(1) Exhibit E for both temporary work assignments and 
training assignments within the service territory. 
(2) Emergencies, see Paragraph E. 
(3) Mileage computation, see Paragraph F. 
For purposes of this Section 6, the Company's desig-
nated service territory shall be defined as the Company's 
geographical franchised area or any Company-owned 
facility. 
B. For purposes of assignments lasting more than one 
day as described in Paragraph A of this Section 6 employ-
ees have a daily choice of either "staying" or "commuting". 
(1) STAYING 
(a) Employees who are assigned to temporary 
work locations 70 or more one-way miles from 
their residence, within the service territory, will 
receive a per diem allowance of $79 for each 
work day of the assignment. 
(b) Employees who are assigned to training assign-
ments 70 or more one-way miles from their resi-
dence, within the service territory, will receive $69 
for each work day of the assignment and one (1) 
round trip per week, time and mileage. 
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(c) In each successive year of this Agreement, 
each of these per diem allowances will in-
crease by $3.00 per day of the assignment. 
As a result, the maximum per diem 
amounts will be $88 for temporary work 
assignments and $78 for training assign-
ments. 
(2) COMMUTING - Employees who elect to travel on 
a daily basis shall receive only the expenses as 
defined in Exhibit E under the appropriate com-
muter column. 
C. For purposes of assignments as described in Para-
graph A of this Section 6, lasting one day or less, employ-
ees are considered as "commuting" and shall receive only 
the expenses as defined in Exhibit E under the appropriate 
commuter column. 
D. For temporary work assignments or training assign-
ments outside the service territory the following shall apply: 
(1) The Company reserves the right to decide the 
method, assume the cost and arrange transporta-
tion. 
(2) For pay purposes, only time spent traveling dur-
ing hours that coincide with regular scheduled 
hours shall be considered time worked, provided 
the employee is traveling by public transporta-
tion. For all other modes of transportation, only 
the operator of the vehicle shall be compensated 
for travel time that coincides with regular sched-
uled hours. When traveling on ST-days, for pur-
poses of determining the coinciding hours that ^ 
relate to regular scheduled hours, all employees 
shall be considered to be working a schedule 
beginning at 7:00 A.M. and ending at 3:00 P.M. 
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(3) The Company shall provide lodging. The type and 
location of lodging shall be at the discretion of the 
Company. There shall be no monetary allowance 
in lieu of Company-provided lodging. 
(4) The Company will pay reasonable out-of-pocket 
expenses. 
(5) There shall be no compensation for study time dur-
ing non-scheduled working hours. 
E. in emergency conditions, the Company will pay rea-
sonable out-of-pocket expenses for all employees assigned 
away from their regular Work Headquarters to a temporary 
Work Headquarters. The emergency shall be considered in 
effect from departure at the regular Work Headquarters and 
terminate upon return arrival at the regular Work Headquar-
ters. Therefore, during this time period, the meal allowances 
and entitlements as provided in Section 5, Paragraphs C 
and D, of this Article VIII are not applicable. 
In emergency conditions, employees who are assigned 
to their regular Work Headquarters shall continue to receive 
the meal allowances and entitlements as provided in Sec-
tion 5, Paragraphs C and D of this Article VIII unless the 
Company furnishes or pays the cost of the meal. 
F. Effective June 24,2002, the mileage allowance for 
employees utilizing their personal vehicles with the au-
thorization of the Company in the performance of their 
job duties or under Exhibit E of the Labor Agreement will 
be increased from $0.33 per mile to the current IRS rate 
of $0,365 per mile. During the remainder of this Agree-
ment, the mileage reimbursement rate will be the maxi-
mum allowance permitted by the IRS code without docu-
mentation. 
G Travel expenses for incidental mileage, e.g., training 
school or work assignment to motel, motel to restaurant, 
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etc., are not eligible for reimbursement. 
H. Employees who request and are granted the right to 
utilize their personal vehicles in the performance of their 
job duties while on Company business shall be paid total 
mileage in accordance with Paragraph F of this Section 6. 
Section 7. Safety and Health 
A. The Company shall establish health, safety and other 
rules and regulations for observance by employees. All 
employees shall be subject to such rules and regulations 
and disregard or violation thereof shall constitute cause 
for disciplinary action. 
B. It is agreed that Safety and Health Committees con-
sisting of non-supervisory and supervisory employees will 
be maintained at various points on the system as required. 
Bargaining unit employees on local Safety and Health com-
mittees and Voluntary Protection Program (VPP) commit-
tees will be appointed by the Local 1600 President. 
Section 8. Equipment Furnished 
A. The Company shall furnish to the employees work-
ing on or near energized lines and equipment and the em-
ployees shall use, as instructed, all equipment necessary 
to provide protection in accordance with general practice 
throughout the electric utility industry. 
B. The Company shall furnish and the employees shall 
use, as instructed, raincoats, rain hats, rubber boots and 
other similar equipment which is necessary over and above 
the employees' normal work clothing to protect the em-
ployees when required to work in wet weather. 
C Employees who are required to climb poles or tow-
ers will be supplied with leather work gloves by the Com-
pany. 
D. The Company will furnish certain employees with 
uniforms for identification purposes and the employees 
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will be required to wear the complete uniform at all times 
while performing the duties of their job. 
E The Company will provide an employee with all tools 
required by the Company for the performance of the job 
and will replace the employee's present tools as they wear 
out. 
F. The Company shall furnish welders with special pro-
tective equipment. 
G. The Company will furnish radiation protective cloth-
ing and equipment which must be utilized by employees in 
accordance with Susquehanna S.E.S. procedures. This pro-
tective clothing and equipment shall be maintained by the 
Company. 
Section 9. Medical Examinations 
A. Applicants for employment shall be required to take 
medical examinations at the expense and direction of the 
Company. 
B. The Company may also require, at its discretion and 
expense, medical examinations of employees at any time 
and will give weight to the results of such examinations in 
determining their future status in accordance with proce-
dure outlined in Section 10 of this Article Vlll. Under this 
provision, mental/nervous disabilities must be certified 
by a psychiatrist or psychologist (masters level or above) 
licensed to practice independently as a behavioral health 
professional. 
C Biological Monitoring Medical Examinations will be 
provided as necessary and employees will be required to 
comply with these examinations. A waiver to the X-ray por-
tion of the examination may be granted to an employee 
upon substantiation of having been subjected to X-rays in 
the previous six (6)-month period. When granted, employ-
ees must sign the waiver. 
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D. Employees eligible under the following criteria may 
volunteer to have a routine physical examination for certain 
procedures at intervals shown below: 
(1) Employees with five (5) years of employment or 
between the ages of thirty (30) and forty-five (45) 
may avail themselves of this provision once every 
five (5) years. 
(2) Employees between the ages of forty-six (46) and 
fifty-five (55), once every two (2) years. 
(3) Employees age fifty-six (56) and over, once 
every year. 
The Company will reimburse the employee for the cost 
of the examination procedures as amended by Ihe Sum-
mary of Agreement dated May 14, 2002. The employee 
must select a Board Certified Family Practitioner or a Board 
certified internist. Refer to the "Summary Plan Descrip-
tion" booklet for covered test procedures. 
Section 10. Disabled Employees 
A. If an employee becomes permanently partially dis-
abled and is unable to perform the essential functions of 
their regular job after reasonable accommodations have 
been made, or when a change in jobs is indicated by local 
physicians or specialists, the case shall be referred to a joint 
committee of Union and Company representatives known 
as the Disability Committee. The Committee shall study all 
factors and giving due emphasis to the length of service, 
pay and regular job, shall place the employee as advanta-
geously as possible into a vacant position in which the 
employee is able to perform the essential functions satis-
factorily. The disabled employee being reassigned by ac-
tion of the Disability Committee will be given preference 
over any other employees, with less 1600 Seniority, for any 
vacancy they are capable of filling. The Joint Disability Com-
mittee will have access to Sections 1,2,4, or 8 of Article X to 
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provide additional opportunities to permanently place this 
employee. The rate of pay shall be the same as that paid 
other employees in that position except as provided in Para-
graphs B and C of this Section 10. 
If there is a conflict in medical opinions, the employee 
shall be examined by an impartial physician or specialist 
selected by the Joint Committee and paid for by the Com-
pany. Employees will be provided meaningful work within 
their limitations and consistent with their current rate of pay 
until placement by the Committee. 
If the Committee is unable to resolve a particular issue 
brought to it within 90 calendar days after the Committee 
receives all information pertaining to the case, the employee 
will be temporarily placed in the title of "Utility Person" until 
such time as the Committee places the employee in an avail-
able job consistent with the employee's capabilities. Place-
ment in the "Utility Person" classification will be on an in-
cumbent only basis. Duties assigned to such individuals will 
vary depending upon their capabilities. The rate of pay shall 
be the same as that paid other employees for comparable 
assignments except as provided in Paragraphs B and C of 
this Section 10. 
Employees in the "Utility Person" classification will be pro-
vided on-the-job training as the circumstances justify to im-
prove their future job prospects. 
Any unilateral placement by the Company without con-
currence of the Committee may be submitted to arbitration 
in accordance with Article III of the Labor Agreement. 
After having been placed in another job by the Disability 
Committee, employees with twenty (20) or more years of 
service will not be subject to further demotion, because of 
such disability, as long as they remain at work. However, 
when circumstances warrant, they may be reassigned other 
duties. 
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B. Employees placed in alternative positions as a re-
sult of disability shall receive the rate of pay and all pay 
increases applicable to the job classification to which they 
are assigned. However, if such assigned job has a lower 
rate of pay than their regular job, they shall not receive a 
rate of pay less than the following percent of their regular 
rate of pay in their former job at the time of placement if they 
have a period of employment of: 
Less than 20 years - 75% 
20 or more years - 100% 
Should they recover from the disability, they may be em-
ployed in their former job with accumulated seniority and 
other privileges if they are physically and mentally qualified 
to perform the duties required. 
C. An employee assigned to a job having a lower rate of 
pay than their regular job under this Section 10 shall have 
their rate of pay reduced in accordance with the provisions 
of Article VI, Section 5 K {1). 
Section 11. Extended Illness or Temporary Disability 
A. An employee who is absent due to illness or tempo-
rary disability will accrue job seniority, 1600 Seniority, and 
Company Service during the entire period of time the em-
ployee is absent. Refer to Exhibit L for job seniority adjust-
ments while on Long Term Disability. 
An employee with ten (10) or more years of Company 
Service will be eligible for any promotional opportunities that 
occur within his progression line during the entire period of 
absence. An employee with less than ten (10) years of 
Company Service will only be eligible for a promotional 
opportunity that occurs within his progression line during 
the period of time resulting from the sum of his full sick pay 
entitlement plus vacation and Personal Time Off (Mini-Va-
cation) entitlements. 
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When a promotional opportunity occurs, the Company 
will contact the employee who is off duty to determine if he 
is interested in the vacancy. If the employee elects to pro-
mote and is accepted, the vacancy will be filled on a tempo-
rary basis and will be held for the employee. The employee's 
former job will then be filled on a permanent basis. 
If additional promotional opportunities occur, the em-
ployee must again be contacted. Only one (1) job will be 
held for an employee; i.e., if he accepts a second promo-
tion, the first one he accepted will be filled by another em-
ployee on a permanent basis. 
When a promotion is held for an employee, the appropri-
ate pay credit and six (6) months' probationary period will 
begin at the time the employee actually reports to the new 
job. The employee will be credited with job seniority from 
the start of the first pay period after notification of selection. 
B. All temporary transfers or substitutions made as a re-
sult of extended illness or temporary disability will be handled 
in accordance with Article VI, Section 4. 
C. Step increases or apprenticeship program increases 
and anniversary dates for employees who have been off 
duty for one pay period or more for reasons of illness or 
temporary disability or step increases for employees on 
modified duty who are not performing the primary duties of 
their job description will be postponed for a corresponding 
period. Additionally, general wage increases for employ-
ees off duty for one pay period or more for such reasons 
will be deferred until the employee returns to full duty un-
less the employee is on modified duty as the result of an 
on-the-job accident in which case the employee will re-
ceive the general wage increase applicable to the job the 
employee is performing. 
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D. Employees who ultimately are removed from the pay-
roll but whose employment is not terminated may continue 
coverage under the various benefit plans in accordance with 
Section 1, Paragraph G of the Article VIII. 
Section 12. Non-Supervisory Work By Supervisors 
A. A supervisor shall not perform regularly scheduled 
non-supervisory work which interferes with his supervisory 
responsibilities or results in the elimination of a non-super-
visory job. A supervisor shall not do the work ordinarily per-
formed by a non-supervisory employee solely to prevent 
overtime work by a non-supervisory employee. This shall 
not prevent a supervisor from doing any type of work in an 
emergency or for the purpose of training and instruction. 
This Section shall not prevent working supervisors from 
performing such work as has been a customary part of their 
job in the past. 
Section 13. Moving Expenses 
A. The Company will provide, during the term of this 
Agreement, a Non-Supervisory Moving Expense Plan as de-
scribed in Exhibit D. 
Section 14. General Office Bus and Parking Subsidy 
A. The General Office Bus and Parking Subsidy as 
amended by the Summary of Agreement dated May 14, 
2002, shall be continued during the term of this Agreement. 
Section 15. Safety Shoes 
A. Effective June 24,2002, the allowance toward the 
purchase of safety shoes will be increased from $40 to 
$50 per year. Employees who do not buy safety shoes 
in a calendar year may carry over the $50 annual allow-
ances for up to three successive years in order to ac-
cumulate a maximum allowance of $150. Any unused 
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'; portion of the carryover allowance may not be carried 
j over into any other succeeding calendar years. Reim-
;'. bursement will continue to be provided for actual ex-
'• penses up to the applicable maximum allowance. 
Section 16. Safety Glasses 
A. Effective June 24, 2002, the allowance toward the 
purchase of prescription safety glasses, if required for 
your current job, will be increased from $30 to $40 per 
year. Employees who do not buy safety glasses in a 
calendar year may carry over the $40 annual allowance 
for up to three (3) successive years in order to accumu-
late a maximum allowance of $120. Any unused portion 
of the carryover allowance may not be carried over into 
any other succeeding calendar years. Reimbursement 
will continue to be provided for actual expenses up to 
the applicable maximum allowance. 
Section 17. Meter. Reader/Serviceman Uniforms, 
A. The allowance for Meter Reader and Serviceman uni-
forms as modified by the Summary of Agreement dated May 
14,2002, shall be continued during the term of this Agreement. 
ARTICLE IX 
MILITARY SERVICE 
Section 1. General 
A. The Company and the Union have agreed on a de-
tailed plan for employees who enter and return from military 
service, which meets the reemployment provisions of the 
Universal Military Training Act as amended by the Vietnam 
Era Veterans Readjustment Assistance Act of 1974. The 
Company will grant military leave and intends to treat every 
employee returning from military service, insofar as pos-
sible, as though there had been no interruption in his em-
ployment. 
*> 
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Section 2. Leave of Absence , 
A. Employees who enter military service will be consid-' 
ered to be on military leave for the period and under condi-
tions prescribed by law. Although the law makes no provi-
sion for employees entering the Merchant Marine, the Com-
pany will give due consideration, with respect to leave of 
absence, to each such case. 
B. In order that employees entering the military have 
time off to settle personal affairs before leaving for mili-
tary service, they will be allowed time off with pay as 
follows: 
(1) When enlisting or drafted as an active employee 
for the first time - up to 5 work days off 
(2) Mandatory periodic training - no days off 
(3) Call-up to active duty for less than 60 days - up 
to 3 work days off 
(4) Call-up to active duty for 60 days or more - up 
to 5 work days off 
Time off with pay for employees who volunteer for 
active duty will be reviewed by the parties on a case-by-
case basis. Each employee entering military service will 
be entitled to the same vacation allowance as he would be 
if he were voluntarily leaving the Company. If he should 
need more time without pay for this purpose, his leave will 
start at a mutually agreeable earlier date. 
C An employee entering military service will be paid in 
full, for time worked and allowed with pay, on the day he is 
released from duty with the Company or as soon thereafter 
as practicable. 
D. The entire cost of the Group Life Insurance of a par-
ticipating employee entering military service will be borne 
by the Company for a period of two (2) calendar months 
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% ^ following the last calendar month in which the employee 
| k "-worked. At the end of "such two (2) calendar months, the 
^ t Group Life Insurance coverage will cease. However, the 
spy employee's life insurance will be paid in the event of his 
S death during the following thirty-one (31)-day period. Dur-
M ing such two (2) calendar months and during such thirty-
* one (31)-day period, he has the privilege of converting all or 
part of his Group Life Insurance, without medical examina-
tion, to a regular policy. 
E. Employees who enter military service will have their 
participation in the Retirement Plan suspended until their 
return to active employment. Benefit entitlement for employ-
ees who do not return to active employment will be deter-
mined in accordance with the termination of employment 
provisions of the Plan. 
Section 3. Reinstatement 
. A. Employees who return from military service and com-
ply with the reemployment provisions of the Act will be re-
stored to their former positions, or to positions of like senior-
ity, status and pay, unless circumstances have so changed 
as to make it impossible or unreasonable. In addition, such 
employees will: 
(1) Be credited with the time they were in military ser-
vice in determining their position on the salary 
tables. • • 
(2) Be given promotions to such jobs in the regular 
line of progression as may have become vacant 
during their absence, provided that they are quali-
fied and would have been selected by Manage-
ment as the logical persons to fill the jobs. 
(3) If pay is based on salary tables, the promotion date 
for determining the salary table step will be the 
date or dates the employee who replaced the vet-
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eran was promoted. If such dates are not avail- :£*$ 
able, the promotion date for determining the s a l - ^ 
ary table step will be the date the veteran starts in -P* 
the higher job. 
- If pay is based on wage tables, the pay will be the present 
hourly pay for the job to which the veteran is promoted. 
B. In order for an employee returning from military ser-
vice to be eligible for the benefits under this Plan, he must: 
(1) Have left a position other than a temporary posi-
tion. 
(2) Have a certificate of satisfactory completion of such 
training and service. 
(3) Be qualified to perform the duties of such posi-
tion. 
(4) Apply for reemployment within ninety (90) days 
after he is relieved from such training and service 
or from hospitalization continuing after discharge 
for a period of not more than one {1) year, 
C. A disabled employee returning from military service if 
not qualified to perform the duties of his former position by 
reason of disability sustained during such service but quali-
fied to perform the duties of any other positions will be 
restored to such other position as will provide him with like 
seniority, status and pay or to a position which is the near-
est approximation thereof consistent with the circumstances 
in the case. 
D. Group Life Insurance Plan: 
An employee returning from military service will be eli-
gible for the regular amount of insurance based on his an-
nual earnings. 
E. Retirement Plan: 
(1) The time spent in military service will be counted 
in determining eligibility, vesting and benefit 
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accrual. This affords the employee the opportu-
nity to receive the same retirement benefits un-
der the Plan as if there had been no interruption 
in employment. 
(2) If contributions were required under the Plan dur-
ing any period.of the employee's absence, the em-
ployee will be able to receive contributory credit 
for that time provided the employee pays the 
monthly contributions which were not made dur-
ing the leave. 
F. Vacation and Longevity Allowance: 
The time spent in military service will be counted as a 
period of employment with the Company in determining va-
cation and longevity allowance. 
G. Attending School: 
(1) Employees who decided to attend school before 
- resuming work and so notify the Company: 
(a) Will be given preference over other applicants 
if they wish to work for the Company on leaving 
school, and 
(b) If hired, will be treated as former employees 
and the time spent with the Company and in 
military service will be counted as a period of 
service with the Company. 
Section 4. On-The-Job Training 
' A The Company will continue its on-the-job training 
programs as tong as there is a need for the training and 
will establish new programs as needed in order that 
veterans may take advantage of the training provided 
under applicable laws. 
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Section 5. Periodic Military Training 
A. Where an employee who is a member of a reserve 
military organization of the United States requires absence 
from work in order to attend a mandatory training period, 
the Company will, in any calendar year, grant such employee 
a leave of absence of up to two (2) weeks (eighty (80) sched-
uled hours) and will pay such employee the difference be-
tween the regular pay he would have received if he had 
worked and his Government pay. To the extent that the man-
datory training period exceeds two (2) weeks, the Company 
will grant additional time off without pay. 
ARTICLE X 
PLACEMENT PROCESS 
PURPOSE: The purpose of this Article is to provide op-
portunities for the placement of displaced employees and 
eliminate temporary letters while streamlining the placement 
process. It is not intended solely to provide severance, lay-
off or retirement opportunities for employees who have not 
been affected by this process: 
The company will identify the job classification and loca-
tion of the excess position(s). The Labor Relations Depart-
ment will give 10 working days notice to the Local 1600 
Union Office of any decision to displace employees as a 
result of a reduction, elimination or reassignment of work, 
during which the following procedures will apply. 
NOTE: See the end of this Article X for a Flow Chart of the 
Placement Process. 
Section 1. Box 1 
' The local chief steward or union representative will meet 
with the appropriate supervisor to identify the displaced 
employees. If agreement is not reached, representatives 
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from the Local 1600 Union Office will make the decision 
during this 10-day period. 
A. Employees whose work has been eliminated or have 
been bumped by this process may retire if eligible, elect 
enhanced severance, select layoff or proceed through the 
placement process. Employees who retire will be eligible 
for benefits as described below. Employees will have 5 work-
ing days from receiving retirement/severance information 
to make a decision. 
(1) Voluntary Early Retirement for Employees Identi-
fied in the Placement Process. 
Employees who are displaced, bumped or qualify 
as volunteers for displacement will be eligible for 
special early retirement benefits if they have at-
tained age 55 or over at any time prior to place-
ment. Qualified employees will receive the follow-
ing benefits: 
(a) One weeks' pay for each year of Company 
Service, prorated to the nearest full month, 
and will be payable in the form of a lump 
sum at the date of retirement. 
(b) 100% of their pension benefit accrued to 
the date of their retirement in the form of a 
single life annuity. 
(c) An additional monthly supplemental pay-
ment equal to 17.5% of their final monthly 
base salary from the date of termination 
until eligibility for the limited SSI benefit 
(presently age 62) has been reached. 
These payments will have a minimum of 
$500 and a maximum of $1,000 per month. 
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(d) An additional monthly supplemental pay-
ment equal to 4.5% of their final monthly 
base salary from the point of eligibility of 
the limited SSI benefit until the point of eli-
gibility of the full SSI benefit (presently ages 
62 and 65). 
These payments will have a minimum of 
$150 and a maximum of $250 per month. 
(2) It is agreed that employees who voluntarily accept 
termination under the provisions of this special 
program: 
(a) May be asked to release the company from 
liability for any claims of age discrimina-
tion under federal and state laws. 
(b) Will retire on the first day of a month ap-
proved by the company as the effective 
date, taking into consideration the availabil-
ity of qualified replacements, an orderly 
transition of duties and the employees' pref-
erences. 
(3) Enhanced Severance for Employees Identified in 
the Placement Process 
Employees who are displaced, bumped or qualify 
as volunteers for displacement, and who are not 
eligible for or do not elect to retire, will be eligible 
for enhanced severance benefits regardless of 
their age or years of 1600 Seniority. 
Enhanced severance benefits will be equal to two 
weeks' pay for each year of Company Service, 
prorated to the nearest full month, and will be pay-
able in the form of a lump sum at the date of termi-
nation. 
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If these options reduce the number of employees to.the 
appropriate level, no further action is required. 
(4) NOTES: 
(a) Reemployment rights will only apply to the 
layoff provision. 
(b) Employees will be handled in the process 
below in order of their Local 1600 Senior-
ity. -
(c) If a vacancy is available in the same clas-
sification at the same location, the em-
ployee will be placed in the vacancy and 
no further action is required. 
Section 2. Box 2 
Canvass the displaced employee's progression line at 
the same location for volunteers to retire/sever to create an 
appropriate vacancy. An appropriate vacancy is a job at the 
same classification which the displaced employee must ac-
cept, or a lower or higher job in the progression line that the 
displaced employee is willing to accept. Employees who 
volunteer to retire to create an appropriate vacancy will re-
ceive the supplemental retirement benefits, as listed above, 
if they are at least 55 years of age. 
. A. If an appropriate vacancy exists in the same job clas-
sification at the same location, the process ends. 
B. The canvass for volunteers will last no more than 5 
working days from the day the employee receives the vol-
unteer form. 
C. The volunteer will have 5 working days to accept the 
offer of retirement/severance after receiving their benefit infor-
mation from the Company. These days will run concurrently. 
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D. Any vacancies created through this process will be 
filled by a progression line promotion. Employees will have 
24 hours to accept or decline the promotion. 
E If a vacancy occurs at a higher level, fill through a 
progression line canvass. If a displaced employee declines 
the promotion and no one in the progression line wants the 
job, then move to Box 6 without red tag. 
If someone in the lower job takes the promotion and the 
displaced employee is willing to roll back, he will take the 
lower job rate of pay through pay tapering. 
F. If more than one employee at a work location volun-
teers for retirement or severance, the most senior employee 
(1600 Seniority) who would create an appropriate vacancy 
for the displaced employee may retire or sever. 
Section 3. Box 3 
If the displaced employee has not been placed in Box 2, 
the displaced employee will bump the most junior employee 
(1600 Seniority) in the same classification at their current 
work location. 
A. A bumped employee will be handled as follows: 
(1) All employees on the property as of May 18, 
1998 will have full access to this placement 
process when they reach 10 years. Until that 
time, the employee will have LIFO*. 
(2) All employees hired after May 18, 1998 will 
have LIFO* until they reach 15 years, at which 
time they will have full access to the place-
ment process. 
Section 4. Box 4 
If Box 3 is not available, and if the displaced employee 
chooses a preferred location, canvass other preferred work 
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locations in the same progression line for volunteers in the 
same rate or classification to retire or sever. The resulting 
vacancy must be at a location in a classification desig-
nated by the displaced employee. If a vacancy is created, 
the displaced employee will be placed in that vacancy and 
the process ends. 
OR 
Section 5. Box 5 
If Box 4 is not available or no location is selected, the 
displaced employee may bump the most junior employee 
{1600 Seniority) at the next closest work location where the 
same classification exists, in the same progression line. 
OR 
Sections. Box6 
At the same location, the displaced employee may roll-
back to next lower job in their progression line and bump 
the most junior employee (1600 Seniority) in that classifica-
tion at 100% red-tag. However, those employees who de-
cline a promotion in Section 2 Paragraph E will be pay ta-
pered to the rate of pay for the job. If this option is available, 
but the employee declines and chooses to go to Box 8, the 
employee loses red-tag rate of pay. If this option is not 
available, go to Box 7 with 100% red-tag. 
Section 7. Box 7 
At the next closest work location where lower jobs exist 
in the progression line, the displaced employee may roll-
back to the next lower job in their progression line that the 
displaced employee's 1600 Seniority will allow and bump 
the most junior employee (1600 Seniority) in that classifi-
cation at 100% red-tag. However, those employees who 
decline a promotion in Section 2 Paragraph E will be pay 
tapered to the rate of pay for the job. If this option is not 
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available or not selected, the employee moves to Box 8 
with a 100% red-tag rate of pay. 
Section 8. Box 8 
Canvass all employees for volunteers to retire or sever. 
From this list, the displaced employee can select up to 5 
progression lines designating job classifications and loca-
tions they are willing to accept. If a vacancy is created, the 
displaced employee will be placed in that vacancy and the 
process ends. 
A. Step 1 - In determining eligibility compare the dis-
placed employee's 1600 Seniority to the 1600 
Seniority of the employee in the progression line 
who would be eligible to promote to the vacancy 
created by the volunteer. If the displaced employee 
has the 1600 Seniority and qualifications, they take 
the vacancy and allow the volunteer to leave. 
B. Step 2 - If the displaced employee does not have 
the 1600 Seniority and qualifications to fill the job 
of the volunteer, and has designated the next lower 
job as one of their preferences, fill the vacancy 
through a progression line promotion and then 
compare the 1600 Seniority of the displaced em-
ployee to the 1600 Seniority of the employee in 
the progression line who would be eligible to pro-
mote to the resulting vacancy. If the displaced 
employee has the 1600 Seniority and qualifica-
tions, they take the vacancy and allow the volun-
teer to leave. 
C. Step 3 - If necessary, continue this process until 
the displaced employee fits somewhere in the pro-
gression line where there is a volunteer holding a 
job designated by the employee. 
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If the displaced employee cannot fit into any des-
ignated job in the progression line, then there is 
no appropriate vacancy created and therefore the 
volunteer cannot leave. 
{1) If Box 6 is available and the employee 
elects to go to Box 9, there will be no red-
tag rate of pay. 
(2) If Boxes 6, 7, or 8 are unavailable or no 
selection is made in Box 7 or no progres-
sion tine selected in Box 8, the employee 
can select from Box 9 at 100% red-tag. 
OR 
Section 9. Box 9 
If the employee is not handled in Box 8, he then moves to 
Box 9 selecting a bumpable level job (B-04 and below) by 
1600 Seniority or moves to Box 10. 
A. If Box 6 is available and the employee elects to go 
to Box 10, the employee will assume the rate of 
the selected job through the pay tapering process. 
B. If Box 7 is unavailable or no location was selected, or 
if Box 8 was unavailable or no progression line se-
lected or no job was selected in Box 9, the employee 
moves to Box 10 with 100% red-tag rate of pay. 
OR 
Section 10. Box 10 
Bump LIFO* employee based on 1600 Seniority and 
qualifications. The Union will handle employees in Box 10 
within 30 days of the date the last displaced employee 
reaches Box 10. Employees displaced after the 30-day clock 
starts, if eligible, can go through Boxes 1 to 9 and wait until 
the current employees in Box 10 are handled. Both parties 
agree to cooperate in the administration of this process. All 
employees' pay and expenses will be paid in accordance 
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with the labor agreement. Employees not handled in Box 
10, and who are eligible for a company offer as defined 
below, will move to Box 11. 
Section 11. Box 11 
Except as provided in this section, no regular, full-time 
employee hired prior to May 18, 1998 who has attained ten 
(10) or more years of 1600 Seniority, or hired after May 18, 
1998 who has attained fifteen (15) or more years of 1600 
Seniority, shall be laid off because of a reduction, elimina-
tion or reassignment of work, unless the employee has ex-
ercised all of his rights under the placement process. In the 
event of such a reduction, elimination or reassignment of 
work, the employee will have access to the placement pro-
cess stated above with pay protection signified by the term 
"red-tag". If the employee utilizes the placement process 
without securing a job, the company will select for the af-
fected employee a job, which may then be available any-
where within the bargaining unit. If the employee selects 
this offer, their pay will be red-tagged unless previously lost 
in the placement process. In making such selection, the 
Company will consider the qualifications of the employee, 
his residence, his potential for training and contribution to 
company efforts now and in the future and his 1600 Senior-
ity and that of other employees affected. Moving expenses 
will be paid by the company in accordance with Article VIII, 
Section 13. Company offers under this paragraph shall not 
be subject to Article III of the labor agreement. 
*LIFO Eligibility Definition: 
Employees hired prior to May 18,1998 with less than 10 
years of 1600 Seniority. 
Employees hired after May 18, 1998 with less than 15 
years of 1600 Seniority. 
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Section 12. Notes 
A. If the employee is bumped in Boxes 3 to 9, go to 
Section"3 Paragraph A for processing. 
B. If the employee is bumped in Box 10 (LIFO em-
ployee), the employee can bump only those with 
less 1600 Seniority than he has. 
C. A displaced or bumped employee can elect en-
hanced severance/layoff/retirement at any step of 
the process. 
D. Any vacancy not created by this process will be 
filled in the following sequence: 1) recall of dis-
placed employee, 2) progression line promotion/ 
demotion (includes transfers), and 3) post. If a dis-
placed employee is the successful bidder and still 
has their red-tag, they will be awarded the bid job 
at their 100% red-tag rate of pay or at the rate of 
the job if it is higher. If the employee voluntarily 
leaves this bid job during the probationary period, 
the employee then becomes displaced and loses 
the red-tag rate of pay. If the employee involun-
tarily leaves the bid job, they will keep their 100% 
red-tag rate of pay. 
E Employees who reject the.Company offer in Box 
11 or are unable to select a position in Box 10 will 
retain their Article II rights. 
Section 13. Associated Issues 
A. Recall Rights - employees who are displaced will 
retain recall rights to their former progression line 
from which they were displaced for a period of 4 
years as provided below. The demotion criteria 
are no longer applicable for recall. 
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Employees may be considered for vacancies de-
clared by the Company in either higher, equal or 
lower job classifications in their former progres-
sion line, based on the following order of consid-
eration: 
(1) Same Job Classification - Employees who held 
the vacant job classifications prior to their 
placement in another progression line. Em-
ployees will be considered based on their Lo-
cal 1600 Seniority ranking. Employees recalled 
to their former job will have their previous job 
seniority date restored. 
(2) Higher or Lower Job Classification-Fill through 
normal progression line promotion/demotion 
rules. Fill subsequent vacancies through #1 
above. 
Employees with return rights may request to 
be placed in their former progression line in a 
vacancy in a higher or lower job classification 
than the one from which they had been dis-
placed if the vacancy is not filled through nor-
mal progression line rules. Employees will be 
considered based on their Local 1600 Senior-
ity. Recall rights will be satisfied if the em-
ployee returns to a higher or lower job in the 
progression line. 
These opportunities remain in effect for a pe-
riod of four years from the date the employee 
accrues job classification seniority in another 
progression line, regardless of the number of 
opportunities extended. However, an em-
ployee who refuses recall back to their former 
job at their former work location will lose their 
recall rights. 
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Returning employees who accept a lower 
t level job in their former progression line will 
receive job classification seniority credit for 
the time previously spent in that job classifi-
cation and will retain their red-tagged rate of 
pay, if applicable. 
(3) In the event the vacancy is not filled pursuant 
to Paragraphs 1 and 2 above, it will then be 
posted. If it cannot be filled through the post-
ing process it will be filled through the reem-
ployment provisions. 
B. Reemployment - employees, who have been laid 
off, shall have reemployment rights for 2 years. 
An employee who refuses a reemployment offer 
to their former job at their former location will be 
considered to be resigned. 
C. Red-tag - The term Red-tag shall mean the 
employee's regular rate of pay shall not be reduced 
from that which he received in his former job and he 
will receive all applicable pay increases or portions 
thereof when the maximum rate of the job he is 
performing equals or exceeds such pay. Employ-
ees who are red-tagged and subsequently bid to a 
new progression line will retain their red-tagged 
rate if any of the jobs in that progression line are 
equal to or higher than their current position. Such 
employees who return to their former job during 
their probationary period will retain their red-tagged 
• rate of pay. If a red-tagged employee bids to a pro-
gression line/job with no equal or higher job, they 
will lose their red-tag and will assume the rate of 
the new job. Such employees who return to their 
former job during their probationary period will lose 
their red-tagged rate of pay. Comparisons will be at 
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the top step of the jobs to determine whether it is an 
equal or higher level job. 
D. Bumping Criteria - see Exhibit A for the job titles 
and qualifications required in order for employees 
to bump into these positions. 
E. Probationary Period - does not apply to jobs ac-
cepted through this placement process (including 
progression line promotions associated with this 
placement process). Hardships, involuntary demo-
tions and job swaps associated with this process 
will be handled between the parties on a case-by-
case basis. 
F. Pay Taper - employees who have been demoted 
and who are not red-tagged in connection with a 
job change as a result of the placement process 
shall have their salary reduced in 25% increments 
every 6 months for a period of 18 months in order 
to reach the appropriate rate of pay of the lower 
job. The first reduction will occur when the em-
ployee physically reports to the job. 
G. Temporary Assignments - displaced employees 
who are temporarily assigned to a higher rated 
job will be paid the higher salary after four (4) pay 
periods of reporting to the job. Displaced employ-
ees who are assigned to an equal or lower job 
will continue to receive their current rate of pay. 
H. Residence Requirements - employees who are 
handled under the placement process will not be 
required to move to accept a job with residence 
requirements. 
I. Service - employees who are laid off and return 
to employment will not have their Company Ser-
vice or 1600 Seniority adjusted for the time while 
on lay off. 
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J. Vacation/Mini Vacation - employees headed for 
lay off will have the option to retain or be paid for 
their remaining vacation/mini-vacation allotment. 
The allotment must be utilized/paid by year end. 
K. Testing - employees scheduled to be laid off can 
request testing prior to lay off. In addition, employ-
. ees can request two (2) additional testing oppor-
tunities while on lay off by giving the Company a 
one-week advance notice. Such employees are 
restricted to taking a test no more than three (3) 
times. 
L. Time Limits 
(1) Box 1, 2 and 3 • The employee will have a 
total of five {5) working days to accept 
or reject their offer after receiving the 
retirement/severance information and/or all the 
jobs and locations available in Boxes 2 and 3. 
(2) Box 4, 5, 6 and 7 - The employee will have a 
total of two (2) working days to accept or re-
ject their offer after receiving all the jobs made 
available through Boxes 4, 5, 6 and 7. 
(3) Box 8 and 9 - The employee will have a total 
of two (2) working days to accept or reject their 
offer after receiving all the jobs made avail-
able through Boxes 8 and 9. 
(4) Box 10 - The Union will handle employees in 
Box 10 within thirty (30) working days of the 
date the last displaced employee reaches Box 
10. 
(5) Box 11 - If an employee with job security has 
not been handled through the previous boxes, 
they will receive a Company offer and will have 
a total of two (2) working days to accept or 
reject this offer. 
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M. LayOff 
<6 Months-Employees with less than six (6) 
months' service are subject to lay off without 
regard to function or departmental manpower 
requirements. During this six (6) months' period, 
the Company shall have the sole and exclusive 
right to lay off such employee and Article III of the 
Agreement shall not apply. 
>6 Months-Regular, full-time employees covered 
by this Agreement with six (6)-months' or more ser-
vice may be subject to lay off in accordance with 
this Article. 
Notification The Company will notify full-time em-
ployees ten (10) working days, exclusive of Satur-
days, Sundays and holidays, prior to the effective 
date of lay off, provided such employee has at-
tained 6 months of continuous service. 
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ARTICLE XI 
SUSQUEHANNA STEAM ELECTRIC STATION 
Section 1. General 
A. As provided herein, this Article XI contains provisions 
solely for the purpose of operating the Susquehanna Steam 
Electric Station. 
Section 2. Job Classifications Requiring NRC Licensing 
A. Plant Control Operator and Utility Shift Operator 
(1) The job descriptions and rate of pay shall be ef-
fective for employees only after obtaining an NRC 
operating license. 
B. Initial License Training & Qualification 
(1) On the basis of need, demonstrated aptitude and 
satisfactory job performance, Nuclear Plant Op-
erators will be given the opportunity to enter the 
License Operator Training Program. 
(2) Employees entering this training will not be eligible 
for plant related overtime during the period of train-
ing and will be required to make vacation sched-
ule adjustments to coincide with the training pro-
gram schedule. 
(3) In order to successfully complete the License Op-
erator Training Program, the employee must: 
(a) Successfully complete each course in the Li-
cense Operator Training Program. For each 
course within the License Operator Training 
Program a final examination will be given. An 
employee who fails to pass any of these ex-
aminations will be given the opportunity to pass 
a reexamination for the course, normally within 
three weeks of the original examination. Fail-
ure to pass the second course examination 
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constitutes a failure to complete the License 
Operator Training Program. 
(b) A final comprehensive examination on the Li-
cense Operator Training Program will be given. 
An employee who fails to pass any of this ex-
amination will be given the opportunity to pass 
a reexamination of the failed section(s), nor-
mally within three (3) weeks of the original ex-
amination. Failure to pass this reexamination 
constitutes a failure to complete the License 
Operator Training Program. These examina-
tions will be similar to NRC exams in that simu-
lator, plant tour, oral and written examinations 
will be given. The passing criteria will be in 
accordance with NRC Standards. 
(4) Employees who pass the License Operator Train-
ing Program, and who meet all other NRC require-
ments for licensing, will be recommended to the 
NRC for operator license examinations. Employ-
ees who fail to pass the NRC license examination 
will receive Company provided retraining and, fol-
lowing successful completion of the Company pro-
vided retraining examinations, will be recom-
mended to the NRC for a second examination. Em-
ployees will be provided two (2) opportunities to 
successfully complete this Company training. Fail-
ure to successfully complete the additional retrain-
ing examination or NRC examinations constitutes 
a failure to license. 
(5) Employees granted an NRC operating license will 
be promoted to Plant Control Operator 
Susquehanna in accordance with Article VI, Sec-
tion 5, Paragraph E of this Agreement. 
(6) Upon receipt of their NRC Reactor Operator Li-
cense, licensed operators will receive a premium 
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of four dollars ($4.00) per hour. Licensed opera-
tors who successfully qualify and receive an NRC 
Senior Reactor Operator's License will receive an 
additional premium of twenty-five cents (250) per 
hour. These premiums will be considered as part 
of base pay for purposes of determining wage re-
lated benefits and overtime payment; however, 
they will not be subject to general wage increases. 
(7) Employees who fail to successfully complete the 
License Operator Training Program or who fail to 
license, will be assigned to the job of Nuclear Plant 
Operator at the applicable rate of pay provided they 
have previously held this title. They will not be con-
sidered for entry into the License Operator Train-
ing Program for a minimum of two years from the 
date of failure. License Operator Candidates re-
assuming their Nuclear Plant Operator job will re-
ceive NPO job seniority credit for the time spent 
as License Operator Candidates. Employees who 
reenter the License Program and fail to success-
fully qualify on this second opportunity will not be 
eligible for future consideration to enter the Pro-
gram. 
C. License Operator Requalification 
(1) Plant Control Operators and Utility Shift Opera-
tors must maintain their operating license in ac-
cordance with the License Operator Requalification 
Program. A final examination will be given at the 
conclusion of each major portion of the License 
Operator Requalification Program. Annually, there 
will be a series of examinations similar in scope to 
the NRC license operator examinations. Passing 
criteria will be in accordance with NRC standards. 
Employees failing to pass any of the aforemen-
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tioned examinations will be given an opportunity 
to take a second examination following the comple-
tion of an accelerated upgrading program. Failure 
to pass the first annual examination will be cause 
for removal of the premium pay contained in Para-
graph (6) of this Section and failure to pass the 
second examination constitutes a failure to satisfy 
license operator requalification requirements. 
(2) Employees who fail to satisfy license operator 
requalification requirements or who have their li-
cense revoked by the Nuclear Regulatory Com-
mission shall be subject to the provisions of Ar-
ticle V, Section 2, Paragraph K and Article VI, Sec-
tion 5, Paragraphs J and K of this Agreement. 
(3) The method of payment for the SSES Plant 
Control Operator Requalification premium will 
be as follows: 
(a) SSES Plant Control Operators who requalify 
during the annual License Requalification on 
the initial test or on the first remediation in a 
given year will be paid a premium each pay 
period equal to $.77 per hour for all hours paid 
as a qualified SSES Plant Control Operator. 
(b) The premium amount will continue until the 
next annual requalification period. The pre-
mium amount will also continue each time 
the SSES Plant Control Operator success-
fully completes the subsequent annual Li-
cense Requalification on the initial test or 
on the first remediation. 
Section 3. Job Bidding Restriction 
A. Employees who possess an NRC operating license 
and employees in formal training to acquire an NRC operat-
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ing license are ineligible, except by mutual agreement of 
the Company and the Union, to bid a posted vacancy out-
side the Susquehanna S.E.S. operations progression line 
for a period of three (3) years following the start of formal 
operator license training. During this period, these employ-
ees are eligible for a leave of absence provided in Exhibit G 
of this Agreement but are not eligible for a leave provided in 
Article II, Section 9. 
Section 4. Assignment of Regular and Overtime Work :; 
A. Work assignments and overtime assignments will be! 
made with consideration given to the radiation exposure leve!j 
of the employee in addition to other factors such as type c. 
work, skills required and cumulative overtime. Employee! 
who have reached their maximum exposure level or ar 
nearing the level will be reassigned to other work within the 
job description. If this is not possible, the employee will b 
assigned other type work with no reduction in salary. t 
Section 5. On-Site Inspections •• 
A. Employees will be required to fully cooperate with thi 
Nuclear Regulatory Commission Inspectors and Inspectors" 
from other regulatory agencies. 
Section 6. Operations 
A. At any time it becomes apparent the Company will 
not have a sufficient number of licensed operators for plant 
operation, the Company reserves the exclusive right to em-
ploy or utilize qualified individuals to assume these licensed 
positions. The employment or utilization of such individuals 
will have no adverse effect on promotions to Plant Control 
Operator and staffing requirements for all licensed positions 
will be readjusted on the basis of attrition. 
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Article XII — Sec. 1 
Section 7. Temporary Promotions to Supervisor 
A. Non-supervisory employees may be temporarily pro-
moted to supervisory positions lor a period of time not to 
exceed six (6) months from the date of promotion for major 
overhauls, the refueling process, and to perform duties as 
an Instructor, and the following conditions shall be appli-
cable to those employees selected: 
(1) They will sustain no loss in job seniority or bar-
gaining unit service for time spent in the supervi-
sory status. 
(2) They will be removed from the call-out roster. 
(3) They will continue to pay Union dues at their per-
manent rate of pay. 
Supervisory replacement for substitution purposes will 
handled in accordance with Article VI, Section 4, Para-
&< Section 8. Medical and Psychological Examinations 
| ^ { A. The Company may require medical and psychological 
pi^Sxaminations of employees at its discretion and expense. 
v
'-' ARTICLE XII 
FIELD SERVICES - GENERATION 
AND REGIONAL 
RESOURCE MANAGEMENT- MATERIAL 
AND TRANSPORTATION 
Section 1. Organization 
This Article applies only to those employees in Elec-
tric Utilities holding the job titles listed below. The fol-
\ lowing progression lines will be systemwide for promotions, 
» demotions, or transfers with roster location, region, and 
quadrant assignments for work rights and shipping purposes. 
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A. Progression Lines 
The progression lines are as follows: 
1. Field Services - Generation 
a. Mechanical (Former Mobile Work Force ( 
Generation Support Mechanical) 
b. Electrical (Former Mobile Work Force Gen-
eration Support Electrical) /|i? 
2. Field Services - Regional $$' 
a. Mechanical & Electrical MechanicaifeiW 
(Former Mobile Work Force Mechanical]^-^ 
Electrical (Former Mobile Work Force Eleoi * UJj trica,)
 f Is 
b. Transmission and Distribution Lines (Format0 ;: •£ 
Mobile Work Force Lines) | l ? % 
c. Equipment Operation (Former Mobile Wojjjjfc;,^ 
Force Equipment Operator) Wzffi 
3. Resource Management - Material p" ' § 
a. Material (Former Mobile Work Force^fo^-' 
Material) 
4. Resource Management -Transportation 
a. Mechanic (Former Mobile Work Forcer] 
Transportation Mechanic - Regional and\ 
Generation) 
b. Material (Former Mobile Work Force Trans-
portation Material) 
B. Job Descriptions 
The following job classifications exist in the above pro-
gression lines. All future hires, promotions, demotions, or 
transfers will involve these job classifications. 
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Electrician Leader-FS 
Electrician-FS 
Equipment Operator-FS 
Helper-FS/RM 
Journeyman Electrician-FS 
Journeyman Lineman-FS 
Journeyman Mechanic-FS 
Lineman- FS 
Lineman Leader-FS 
Material Handler-RM 
Mechanic-FS 
Mechanic Leader-FS 
transportation Handyman-RM 
Transportation Journeyman Mechanic-RM 
Transportation Material Handler-RM 
Transportation Mechanic-RM 
Transportation Mechanic Leader-RM 
Troubleman-FS 
Utility Worker-FS (Not attached to a progression 
line) 
C. Promotional Opportunities ' 
Employees in these jobs - Lineman, Electrician, Mechanic 
and Transportation Mechanic - will be promoted to the Jour-
neyman level after five (5) years in rate and completion of 
the associated units of instruction. 
D. Roster Locations 
For work assignment purposes, all employees in the 
above lines of progression will be rostered at one of the 
following locations. 
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Field Services - Generation 
Brunner Island Marlins Creek 
Holtwood Montour Susquehanna 
For work assignment purposes of Field Services - Gen-
eration employees, Montour SES is located in the North-
west Quadrant of PPL's geographic territory whereas 
Brunner Island SES and Holtwood HES are located in the 
Southwest Quadrant. Martins Creek SES is located in the 
Southeast Quadrant and Susquehanna SES is located in 
the Northeast Quadrant. 
Field Services - Mechanical & Electrical and Resource 
Management - Material 
Bethlehem 
Bloomsburg 
Buxmont 
Carbondale 
Cocalico 
Frackville 
Harrisburg 
Field Services 
Hazleton 
Juniata 
Lancaster 
Lehigh 
Morttoursvil/e 
Orwigsburg 
Pocono 
Scranton 
Strawberry Ridge 
Sunbury 
SSES-230Kv Yard 
West Shore 
Wilkes-Barre 
- Transmission & Distribution and 
Resource Management - Material 
Bethlehem 
Bloomsburg 
Buxmont 
Carbondale 
Cocalico 
Elizabethville 
Frackville 
Hamlin 
Harrisburg 
Hazleton 
Honesdale 
Lancaster 
Lehigh 
Lock Haven 
Marion Heights 
Montoursville 
Newport 
Orwigsburg 
Panther Valley 
Pocono 
Quarryville 
Scranton 
Sinking Springs 
Slatington 
Sunbury 
West Shore 
White Haven 
Wilkes-Barre 
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Resource Management - Transportation 
Bethlehem 
Bloomsburg 
Brunner Island SES 
Buxmont 
Cocalico 
Elizabethville 
Frackville 
Harrisburg 
Hazleton 
Honesdale 
Lancaster 
Lehigh 
Lock Haven 
Martins Creek SES 
Montour SES 
Montoursville 
Newport 
Pocono 
Quarryville 
Scranton 
Sunbury 
Susquehanna SES 
West Shore 
Wilkes-Barre 
For work assignment purposes of Mechanical & Electri-
cal and Transmission & Distribution employees, the geo-
graphic boundaries of the six (6) regions of the service ter-
ritory will be used. 
E. Promotions and temporary assignments in the pro-
gression lines listed in Paragraph A above will be based 
on Job Classification Seniority. 
Section 2. Work Assignments 
A. Temporary Assignments 
Field Services - Transmission & Distribution and 
Mechanical & Electrical 
Resource Management -
Material and Transportation 
For Transmission & Distribution, Mechanical & 
Electrical, Transportation and Material work assign-
ments within a region, if additional personnel are 
needed at a particular work location for normal 
work, the Company will retain the right to make the 
sole determination where personnel are needed, 
what classifications of personnel are needed and 
what work location or work locations will supply the 
personnel. The most junior employees, by job clas-
sification/specialty, on the work location roster at 
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the supplying work location will be temporarily as-
signed to fulfill this need. 
For normal intra-regional work assignments, the 
junior employee in a job classification/specialty 
will be assigned within twenty (20) miles from his 
regular headquarters. For subsequent intra-re-
gional assignments outside twenty (20) miles re-
quiring the same classification/specialty of em-
ployee from the same work location, the junior 
employee will be reassigned to the location out-
side twenty (20) miles. This reassignment will 
not apply to any intra-regional assignments within 
twenty (20) miles nor to assignments outside the 
region. No roster can be both a sender and re-
ceiver of employees of like job classification/ 
specialty for intra-regional assignments. (The 
intent of this paragraph is to assign the most 
junior employee by job classification/specialty 
first to intra-regional work assignments). 
For normal work assignments outside a region, 
the most junior employee by job classification/ 
specialty in the region will be assigned. No re-
gion can be both a sender and receiver of em-
ployees of like job classification/specialty for 
inter-regional assignments. 
When it is necessary to dispatch Local 1600 per-
sonnel on emergency inter-regionai assistance and 
foreign utility assistance during scheduled or non-
scheduled working hours, or intra-regional assis-
tance during non-scheduled working hours, the 
Company will retain the right to make the sole de-
termination where personnel are needed, and what 
classifications of personnel are needed and what 
work location or work locations will supply the per-
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sonnel. Employees will then be selected by job 
classification/specialty in conjunction with their 
position on the call-out roster at the time they are 
to be dispatched. However, for intra-regional emer-
gency assistance started during working or ex-
tended hours, crews may be dispatched intact if it 
is deemed expedient. 
Contractors may be assigned to a region to per-
form unscheduled critical work for no more than 
five (5) days while employees assigned to those 
rosters are shipped out. 
Field Services - Generation 
Field Services - Generation employees will have 
work rights on their plant rosters according to job 
classification seniority. Shipment of employees 
outside of their plant roster will be according to job 
classification seniority. No plant roster or quadrant 
can be both a sender and receiver of employees 
of like rates/skills. However, for assignment in or 
out of Susquehanna SES, management will select 
employees based on NRC requirements, such as, 
security clearance, radiation exposure, literacy re-
quirements. The parties recognize the special re-
quirements needed to work at Susquehanna SES; 
therefore, due to an inability to gain access to 
SSES, if may be necessary to send employees to 
an alternate roster. Contractors may be assigned 
to a plant or quadrant to perform unscheduled, criti-
cal work for no more than five (5) days while em-
ployees assigned to those rosters/quadrants are 
shipped out. 
The parties recognize that situations may occur 
where it is necessary to take immediate action to 
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restore or maintain operating capacity of a gener-
ating station. In these situations, employees may 
be required to remain at a work assignment out-
side their roster/quadrant while other employees 
are brought in with like skills. Under these circum-
stances, the employees will remain outside their 
roster/quadrant for a period normally not to exceed 
seven (7) days and shall not exceed fourteen (14) 
calendar days. Those employees who remain out-
side their roster/quadrant during this period will be 
eligible for travel time and reasonable out-of-pocket 
expenses including mileage, meals, and lodging 
where applicable for any days of the assignment 
in excess of seven calendar days. 
General 
Employees will be temporarily assigned to other 
work locations in PPL's service territory as neces-
sary. For non-service territory work, the Company 
will provide the Union with timely notification of the 
work location and entire scope of the work. For 
this work, the Company will maintain volunteer lists 
of employees and will conduct another canvas for 
volunteers for each job. For voluntary assignments 
outside the service territory, the senior-most quali-
fied volunteer will be sent first. If sufficient volun-
teers are not secured, the junior people by job clas-
sification systemwide will be assigned to the job. 
Employees assigned to this work will have the op-
tion to return home on a biweekly basis paid for by 
the Company. The parties also agreed to meet to 
discuss enhancements to encourage people to vol-
unteer. 
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B. Specialties 
The recognized specialties that will be consid-
ered for sending a senior person out or allowing a 
junior person to remain at their regular work loca-
tion are welding, machining, electronics, equip-
ment operation, and planning. The existing plan-
ning work rules for overtime and job assignments 
will be retained. If an employee has one or more 
of these specialties, it will be indicated on the work 
location roster. Transmission line, distribution 
line, and telecommunications specialty designa-
tions will be retained until employees are quali-
fied to perform the duties in the new jobs. 
The number of specialties will be designated for 
each region and quadrant. Employees can apply 
for these designations and selections will be based 
on seniority and demonstrated ability. Employees 
desiring to designate a specialty will be given the 
opportunity based on the need within a classifica-
tion at the region or quadrant. Employees will com-
municate their interest in a specialty by letter to 
management with a copy to the Local Union stat-
ing their classification and the specialty desired. 
Upon an anticipated need for the specialty within a 
classification, management will train the employee 
based on seniority in the classification of those who 
have submitted a request. 
Employees who desire to discontinue their specialty 
status will submit a letter to management with a 
copy to the Local Union stating their intent to dis-
continue the specialty and reasons for the request. 
Requests for certified medical reasons will be 
granted. Other requests to discontinue a specialty 
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will be granted based on securing a trained re-
placement. 
Field Services - Regional Electrician 
Specialties 
The following applies to specialties within the 
Regional electrical progression line. Acquiring 
these specialties will not affect the current job 
ranking seniority. 
All employees in the Field Services - Regional 
Electrical Progression Line will be trained and 
qualified within their job classification to per-
form work on underground systems (URD). URD 
work will not be considered a specialty. 
All employees presently in the Regional Elec-
trical Progression Line, who previously held any 
of the former Electric Repairman titles will be 
considered as qualified to perform any work in 
that discipline with a Substation specialty. 
Ail employees presently in the Regional Elec-
trical Progression Line, who previously held any 
of the former Underground Repairman titles will 
be considered as qualified to perform any work 
In that discipline with a Network specialty. 
Employees promoting or entering the Regional 
Electrical Progression Line at the Electrician 
classification or above shall indicate a prefer-
ence within their respective probationary time 
frames. 
For initial staffing, the Company will identify the 
number of Substation and Network specialties 
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needed at each roster location. The Company 
will select additional employees for the special-
ties based on the employees' preferred 
choice(s) by seniority. In the event the number 
of employees has not met the number of needed 
specialties at a roster location, the most junior 
employee in that job classification at that ros-
ter location will be required to accept the 
needed specialty. 
In the event the Company needs to increase the 
number of specialties at a roster location, the 
Company will offer the specialty to those em-
ployees who did not have their preferred choice 
for that specialty satisfied at that roster loca-
tion by seniority. If the need is not met, the Com-
pany will canvass the employees at that roster 
location for new choices prior to requiring the 
junior employee to accept the specialty. 
An employee may have multiple specialties. 
These situations may be approved after all em-
ployees in the job classification at that roster 
location have had their first choice preference 
for a specialty satisfied. 
The Company agrees to maintain on a regional 
basis, for the duration of the labor agreement, 
a ratio of one (1) Leader to five (5) employees in 
the Regional-Electrical Progression Line, un-
less otherwise agreed to by the parties. 
The Susquehanna 230 Kv Switching Station will 
be considered in the Susquehanna Region for 
work rights. 
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Overtime Procedures T&D and M&E 
Separate overtime rosters will be established for 
call out and cumulative overtime. 
Call-Out Rosters 
The rotational call-out rosters will be used for: 
1. Emergency work during non-scheduled hours 
at the employee's normal headquarters. 
2. To dispatch employees on inter-regional assis-
tance and foreign utility assistance during 
scheduled or non-scheduled working hours. 
3. To dispatch employees on intra-regional assis-
tance during non-scheduled working hours. 
4. Employees will be selected by job classifica-
tion in conjunction with their position on the call-
out roster at the time they are to be dispatched. 
However, for intra-regional assistance during 
working hours, crews may be dispatched intact, 
if it is deemed expedient. 
5. T h e rosters wi l l be g rouped by high s ide, low 
s ide a n d suppor t rosters. 
T&D High Side Lineman Leader, Journeyman Lineman, 
Troubleman 
Low Side Lineman, Helper Lines 
M&E High Side Mechanical Leader, Journeyman Mechanic 
Low Side Mechanic, Helper Mechanical 
High Side Electrical Leader, Journeyman Electrical 
Low Side Electrician, Helper Electrical 
T&O and M&E Material Handles, Helper Material, 
Support Roster Equipment Operator 
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Cumulative Overtime Roster 
The cumulative overtime roster will be used for overtime 
opportunities not covered by call-out rosters.. 
1. All overtime hours worked that are not associ-
ated with the call-out roster (defined above) will 
be charged to the cumulative overtime roster, in-
cluding working through lunch and overtime 
hours that are a continuation of the work day. 
2. Employees will be charged for overtime worked 
or offered. Time charged a person is determined 
by the number of hours worked by the employee 
who works the overtime. 
3. If employees are assigned to a temporary work 
location, they will remain on the cumulative roster 
at their regular job headquarters only for weekend 
. overtime opportunities if they are not working at 
the assigned work location. In addition, they can 
be offered overtime at the temporary work loca-
tion after it has been offered to all the employees 
on the regular roster at that location. 
4. For cumulative overtime purposes, a new person 
coming into this roster will be assigned the amount 
of overtime equal to the average time of the em-
ployees in that classification. 
5. The cumulative overtime roster will be updated on 
a daily basis. 
D. Overtime Procedures for Field Services - Generation 
Field Services - Generation will follow the over-
time procedures established for Transmission & 
Distribution and Mechanical & Electrical. 
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E Overtime for Transportation 
The 1993 Memorandum of Agreement that ad-
dresses Transportation ca/l-out and prearranged 
overtime will remain in effect. 
R Call-out Response 
Each roster can elect to utilize a self-managed 
call-out roster with options to have a primary and 
secondary roster and the ability to use body swaps. 
Employees who exhibit a poor call-out response 
shall be subject to Article VI, Section 5, Paragraph 
J, and Article VIII, Section 2, Paragraph F, of the 
Labor Agreement. 
Section 3. Staffing 
A. Temporary Furlough 
In the event the workload declines to a level where there 
is a need to reduce the workforce, management will iden-
tify the excess "employees by job classification and roster 
location. The necessary reductions will be made in the fol-
lowing manner; 
1. Voluntary Furloughs: Employees at the identified 
roster location may volunteer for temporary fur-
lough and they will be released on the basis of 
their job classification seniority, with senior em-
ployee given first choice. Second preference to 
volunteer will be given to employees in the same 
progression line at other roster locations and they 
will be released on the basis of their job classifica-
tion seniority, with senior employee given first 
choice. Such temporary furloughs will be for spe-
cific time durations and volunteers will return no 
later than the specified ending date. There is no 
limit on voluntary furloughs. 
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2. Rollbacks: If there are not enough volunteers, em-
ployees hired after May 18,1998, may either bump 
the most junior employee hired after May 18,1998, 
in their job classification and progression line or 
rollback to lower positions within their progression 
line based on their Local 1600 Seniority. If they do 
not bump another employee, they will be assigned 
to an available Utility Worker position closest to 
their home based on Local 1600 Seniority. In all 
cases, the employee will assume the rate of pay 
for the classification selected. Such employees will 
be subject to furlough or temporary assignments 
. to other classifications for up to twelve (12) pay 
periods per roiling year until they attain fifteen (15) 
years of Local 1600 Seniority. 
3. Employees on furlough will continue to accrue 
Company Service, Local 1600 Seniority, and 
• receive full benefits, excluding coverage for any 
injury while working for another employer. 
4. If employees are on furlough or rolled-back in 
this process, contractors cannot be utilized in such 
employees' quadrant, region, or roster location to 
perform unscheduled, critical work the Company 
employees would have normally performed for 
more than five (5) days during any furlough 
period. If contractors are used and employees 
are not offered the opportunity to return, such 
employees will be paid at the rate of pay for their 
regular classification for all days that contractors 
work in their quadrant, region, or roster location. 
B. Utility Worker Pool 
The parties agree to establish a pool of temporary em-
ployees, Utility Worker, to replace contractors performing 
Building Custodian, Handyman-Power Production, Handy-
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man-Distribution, Groundman, and Laborer functions. This 
pool will also provide opportunities for employees cov-
ered under Article XII when their workload declines and it 
is necessary to temporarily reduce the work force. This 
provision will replace the use of Specific Temporaries in 
Article XII. 
New employees will be hired to work as Utility Workers. 
Their Local 1600 Seniority will be the date of hire regard-
less of the number of layoffs and such employees are eli-
gible to bid on posted jobs while actively employed. In the 
event a period of layoff exceeds thirteen (13) pay periods a 
new Local 1600 Seniority date will be established. They are 
not eligible for benefits and travel expenses nor guaranteed 
forty (40) hours per week. Utility Workers will receive the 
same employee benefits and entitlements as defined in 
Article V, Section 4, Paragraph A as Specific Temporary 
employees. If an employee is bumped by an Article XII 
employee, they can bump other Utility Workers with less 
Local 1600 Seniority. 
The intent of this concept is to replace the contractors 
doing this work with Local 1600 employees. However, to 
meet temporary peaks for flaggers at a particular location, 
contractors may occasionally do this work. 
When regular Article XII employees are assigned to this 
pool, they will be given the Utility Worker position closest to 
their home by Local 1600 Seniority and will continue to re-
ceive benefits and travel expenses in accordance with the 
Labor Agreement. 
Utility Workers on layoff will have reemployment oppor-
tunities before a new employee is hired into the Utility Worker 
Pool. 
C. Temporary Promotions 
Employees will be temporarily promoted to meet Field 
Services - Generation welding needs. 
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D. Temporary Promotion to Supervisor 
Non-supervisory employees may be temporarily pro-
moted to supervisory positions in accordance with Article V, 
Section 2, Paragraph C(1) a, b. 
Section 4. General 
A. Jobs Postponed or Canceled 
Whenever crews report for regular work and the job is 
canceled or postponed, they will be given First Aid, Safety, 
or other instructions or other work, and will be allowed, pro-
vided they accept miscellaneous assignments, a minimum 
pay for that day equal to the pay for eight (8) hours at straight 
time rates. 
Whenever crews report for prearranged overtime work 
and the job is canceled or postponed they will be given First 
Aid, Safety, or other instructions or other work, and will be 
allowed, provided they accept miscellaneous assignments, 
a minimum pay for that day equal to the pay for four (4) 
hours at straight time rates. If the employee accepts the 
cancellation of prearranged overtime and elects not to re-
port to work, the minimum compensation shall not apply. 
Employees who report for work and are not offered any other 
assignments will be eligible for the minimum compensation. 
B. Travel Time 
Travel time both ways between work headquarters and 
the job will be considered time worked. 
C. Short Shifting 
Employees who have their work schedule changed, per 
the Labor Agreement, will have at least eight (8) hours of 
rest at home. They will be released from their regular as-
signment at the time they are notified. Employees who have 
their work location changed will have at least eight (8) hours 
of rest at home before reporting to the new location. 
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D. Safety 
The parties agree all employees need to be committed 
to maintain an accident-free environment. No employee 
will be expected to perform work assignments for which 
they have not been trained or have an equivalent level of 
practical experience. 
When PPL employees perform work for others, they will 
follow PPL Safety Rules. In these siuations, PPL Energy 
Control Process procedures will be followed as closely as 
possible. 
The President of Local 1600 shall select the bargaining 
unit members of joint Safety and Health Committees. 
When a lineman is working in the danger zone, a second 
lineman will be at that location. 
E. Training 
Formal training will be provided to employees at each 
level of the progression lines. Employees will begin training 
on the appropriate modules when they promote/select the 
new position. Employees must pass associated module 
testing in their current position prior to being considered for 
future promotions. Failure of training modules is not cause 
for an employee to be removed from their current position 
and employees who fail may re-test. Training will be com-
pleted within four (4) years of the date of promotion/selec-
tion. If a vacancy occurs before the employee completes all 
the modules, he will not be denied the promotion. 
F. Modified Duty 
Employees who are released for limited duty by a physi-
cian or medical specialist following a period of illness or in-
jury will be considered for available work under the follow-
ing conditions 
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1. Modified duty resulting from an occupational dis-
ease or injury will be provided if the employee is 
able to perform satisfactorily. 
2. Modified duty resulting from a non-occupational 
disease or injury may be provided if the employee 
is able to perform satisfactorily. 
Employees who are on modified duty as the result of an 
occupational disease or injury will have preference for any 
available work and for assignments closer to their perma-
nent residence. 
The rate of pay for employees on modified duty will be 
determined in accordance with Article VIII, Section 11C. Work 
assignment and training school expense provisions of this 
Agreement will apply when an employee is on modified duty. 
The assignment of overtime will be at the discretion of the 
Company. This provision for modified duty will not apply when 
the sickness or injury is the result of willful intention to injure 
ones self (or some other person), by commission of any 
crime, or as a consequence of working for an employer other 
than the Company or working for remuneration through self-
employment. 
ARTICLE XIII 
CUSTOMER CARE CENTER 
Section 1. General 
A. The parties recognize that transition to a non-regu-
lated energy market will require the Company to develop 
new facilities, work groups, job descriptions, rates of pay, 
benefits and appropriate work practices. 
B. Currently, the Company is contracting out (outsourcing) 
the telemarketing functions while they explore and analyze 
the possibility to internally develop an infrastructure to sup-
port these functions. 
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C. Experience with this effort will be evaluated through 
July 1999. If it is determined that such work will continue to 
be required, steps will be taken to transition the work back 
to Local 1600, commencing no later than July 31, 1999. 
When this occurs, the new telemarketing job description, 
rate of pay, benefits, and other work practices will become 
effective. 
Section 2. Operating Rules and Understandings 
A. Overtime will be paid for time worked over eight (8) 
hours per W-day (Monday through Saturday) and hours 
worked on ST-days. 
B. Call-out and prearranged rosters will be established 
by Local 1600 and the Company. In the event agreement is 
not reached, Exhibit H will be utilized. 
C. The ratio of Customer Agents to Lead Customer 
Agents will be normally ten (10) and up to fifteen (15) to one 
(1). If beyond fifteen (15), another Lead will be established. 
D. Customer Care Center jobs will be considered 
bumpable level jobs per the Labor Agreement. Any employee 
who bumps into the Customer Care Center must be quali-
fied and have successfully passed the appropriate job quali-
fication test. Pay tapering will apply to employees electing 
these jobs. 
E. Customer Care Center employees having four (4) 
years of uninterrupted Local 1600 service within the Care 
Center progression line will be able to utilize the place-
ment process per Article X. Time spent out of the line 
for the following reasons will not be considered a break 
in service, but will not be credited to the four (4) year 
period: 
(1) Bidding on posted positions and returning 
within six (6) month probationary period 
(2) Military leave of absence 
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(3) Personal leave of absence 
(4) Child care leave of absence 
(5) Medical leave of absence 
(6) Union leave of absence 
This language will not restrict the employees' option 
to bump within the Care Center before meeting the four 
(4) year eligibility requirement. Any employee entering 
the Care Center with Article X rights will retain those 
rights. 
F. If reductions occur within the Customer Care Center, 
employees will have the option to bump within the Customer 
Care Center by Local 1600 Seniority. The most junior 
bumped employee will be laid off unless there are contrac-
tors working whose work they can perform or they can bump 
a junior part-time employee working in the Customer Care 
Center. If the person affected was hired prior to May 18, 
1998, they can exercise their displacement rights in accor-
dance with Article X. 
G. All Customer Agents, Lead Customer Agents and 
Telemarketing Clerks will be subject to silent call monitor-
ing, remote call monitoring and side by side call monitoring 
in accordance with the law. 
H. In the event the senior Customer Agent is assigned to 
substitute for a Lead Customer Agent for any reason, the 
substitute will be paid the appropriate CC-03 rate of pay if 
the substitution extends beyond one (1) day within the work 
week. 
I. While it is not the intent to fully staff the Customer 
Care Center with part-time employees, part-time employ-
ees will be utilized to efficiently address the work load and 
Company recruiting needs. Part-time employees will not be 
scheduled to work less than two (2) hours a day or more 
than twenty (20) hours a week. In the case of job sharing, 
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part-time workers will not exceed 25% of the total full-time 
staffing level by job classification. 
J. Employees will be offered the opportunity to bid 
and test for the positions of Customer Agent-Billing and 
Customer Agent-Calls semi-annually (every 6 months) 
in June and December. When a position vacancy oc-
curs (determined by the approval date of the personnel 
requisition), it will first be offered to employees who have 
submitted a request for a lateral transfer. If no candi-
dates accept or exist, the position will then be offered 
to the bidders who have successfully passed all of the 
required tests, and the telemarketing clerks, according 
to IBEW Local 1600 seniority. Employees who have sub-
mitted their bids but have not completed all of the re-
quired tests will have to wait until the next available 
vacancy after all of the required tests are completed. 
K. The parties agree to jointly develop all appropri-
ate job qualification tests. 
L. All provisions of the Labor Agreement will apply un-
less modified by the above rules. 
ARTICLE XIV 
TERM OF AGREEMENT 
Section 1. Governmental Agencies 
A. If any part of this Agreement requires submission to 
and/or the approval of any governmental agency, the Com-
pany and the Union agree to cooperate in complying with 
the requirements ol any such governmental agencies. It is 
understood and agreed that all such benefits, or portions 
thereof, as are required to be submitted to a governmental 
agency, for approval or rejection or modification, shall be 
contingent upon and subject to, the action of such govern-
mental agency. If such governmental agency should grant 
only a portion of such benefits or should deny to the Com-
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^ M P a r | y t h e r 'Qh t t 0 grant any portion of such benefits, this 
^^Agreemen t shall nevertheless remain in effect as so modi-
•'•~ "^fied for the full term hereof. 
^Section 2. Term of Agreement 
ffl A. This Agreement shall become effective May 13,2002. 
! ^ l t shall remain in full force and effect up to and including 
p [May 7, 2006, except to the extent provided in Paragraph B 
"'*! below, and shall continue in full force and effect from year to 
year thereafter, unless at least sixty (60) days prior to any 
expiration date either party notifies the other, in writing, of 
its desire to amend or to terminate the Agreement. 
B. Should the parties fail to reach an agreement by 
May 7, 2006, the expiration date of this Agreement notwith-
standing anything to the contrary in this Agreement, the Com-
pany shall not be obliged to make premium payments un-
der the various benefit plans on behalf of employees who 
are on strike for the duration of the strike. 
IN WITNESS WHEREOF, the parties hereto have caused 
these presents to be subscribed this 14th day of May, 2002. 
PPL Corporation 
jCa?\ r7fer/.j 
By /s/ RonaldScHwarz 
Vice President Human Resources of PPL Services Corporation, 
Acting as agent for PPL Corporation 
LOCAL UNION 1600 OF 
INTERNATIONAL BROTH ERHOOD OF 
ELECTRICAL WORKERS 
By /s/ Ronald F. Tomasko 
President - Financial Secretary 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria & Salary Grades 
Key: T = test B = background D = degree NB = no background / 
NT = no test Ty = Typinq test ' = Incumbent only \ 
Job Title 
Abstract 8 Survey Assistant 
Administrative Support Clerk 
AMR Leader 
Apprentice Operator Cash Receipts 
Assembler 
Assistant Operator Office Svcs. 
Attachment Specialist 
Auxiliary Systems Operator Susquehanna' 
Bookkeeper 
Bookkeeper Senior 
Budpel Clerk System Planning 
Building Custodian - SSES 
Building Custodian' 
Building Instalment Mechanic 1st Class 
Buildinq Instrument Mechanic 2nd Class 
Building Maintenance Helper 
Buildinq Maintenance Leader 
Buildinq Maintenance Repairer 
Building Mechanic 1st Class Electrical G.O. 
Buildinq Mechanic 1st Class Mechanical 
Building Mechanic 2nd Class Electrical G.O. 
BuiWinq Mechanic 2nd Class Mechanical 
Building Utilities Mechanic 2nd Class 
Buildinq Utilities Mechanic 3rd Class 
Cash Receipts Leader 
Chemistry Technician Helper Susquehanna 
Chemistry Technician Level 1 Susquehanna 
Chemistry Technician Level II Susquehanna 
Clerk Cash Receipts 
Coal Equip. Operator 1 
Coal Equip. Operator II 
Coal Equip. Operator 111 
Coal Equip. Operator IV 
Collection Assistant 
Communications Maintenance Technician 
Communications Maintenance Tech. Assistant 
Computer Operator 
Cost Analyzer 1st Class 
Cost Analyzer 2nd Class 
Job 
Code 
8901 
3262 
3802 
3121 
573S 
3321 
3754 
8791 
4605 
4709 
4800 
2913 
5536 
6527 
6526 
5533 
833t 
5531 
6524 
6533 
6522 
6233 
6521 
6520 
3123 
B735 
8732 
8733 
2813 
6405 
6408 
6409 
6411 
2710 
8930 
4930 
4608 
4609 
4509 
Bumping Criteria 
T&B 
T 
fill as Meter Reader 
NT 
NT 
NT 
NT 
T&D 
T 
T 
T 
NT/NB 
till as Utility Worker-FS 
T&B 
T8B 
NT 
TSB 
T 
T&B 
T&B 
T&B 
T&B 
T 
T 
T 
T & B or D 
T & B o r D 
TSBorD 
NT/NB 
NT/NB 
NT/NB 
NT/B 
NT/B 
NT/NB 
T&D 
T&D 
T 
T 
T 
Salary J 
Grade t 
B15 ( 
CC2 i 
B75 
KE1 
B04 
KE1 
B08 
B13 
B11 
B12 
B09 
B03 
B02 
B12 
B10 
B05 
312 
B10 
B10 
B10 
B08 
BOS 
B07 
B05 
B09 
BOS 
B13 
B)5 
B01 
B05 
BOS 
B09 
B11 
B01 
B14 
B11 
B10 
B11 
B09 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria & Salary Grades 
Key: T = test B = background D = degree NB = no background 
NT = no test Ty = Typinq test * = Incumbent onlv 
Job Title 
Cost Analyzer Senior 
Crane Opefator 
Customer Agent-Billing 
Customer Agent-Calls 
Customer Contact Center-Training Asst. 
(Temporary Position Only) 
Customer Contact Representative 
Customer Representative A 
Customer Representative B 
Customer Service Clerk 
Customer Service Representative 
Customer Service Representative Shift 
Data Acquisition I Translation Operator 
Demand Meter Inspector 
Designer Draftinq 
Development Assistant-Training Center 
Distribution Service Representative 
Distribution Technician 
Distribution Technician Trainee 
Drafter Level 1 
Drafter Level II 
Effluents Technician I 
Effluents Technician fl 
Electric Equip. Repairman 1 st Class 
Electric Equip. Repairman 2nd Class 
Electric Equip. Repairman 3rd Class 
Electric Equip. Repairman Leader 
Electrical Test Technician 
Electrical Test Technician -Trainee 
Electrician - FS - Generation 
Electrician -FS-Regional 
Electrician Leader • FS - Generation 
Electrician Leader • FS - Regional 
Elevator Mechanic* 
Engineering Clerk 
Enqineerinq Desiqn Technician 
Enqineerinq Design Technician Trainee 
Enrollrnent/Billfna Clerk 
Job 
Code 
4718 
6437 
3263 
3261 
3450 
4511 
4211 
3911 
3606 
4200 
4201 
3579 
B138 
9010 
4330 
4450 
2787 
2777 
4110 
4610 
2643 
2842 
8442 
8443 
8444 
8543 
27% 
2766 
3286 
3287 
3282 
3283 
6510 
4390 
2781 
2771 
3590 
Bumping Criteria 
T 
NT/NB 
T 
T 
fillasCSRCSRShift 
T 
T&Ty 
T&Ty 
T&Ty 
T&Ty 
T&Ty 
T&Ty 
T 
T 
NT/NB 
T 
TorD 
TorD 
T 
T&B 
T 
T 
T&B 
T 
T 
T&B 
TorD 
TorD 
T&B 
T&B 
T&B 
T&B 
till as Building 
Instrument Mech 1/C 
T&Ty 
TorD 
TorD 
T&OPAC 
Salary 
Grade 
B12 
BOB 
CC2 
CC2 
CS5 
B10 
CS3 
CS2 
CS1 
CS3 
CS4 
B09 
B09 
B16 
B08 
B09 
A10 
A10 
J01 
J02 
B08 
B11 
B13 
B09 
BOS 
B15 
A12 
A12 
F06 
F06 
F12 
F12 
B11 
B08 
A10 
A10 
KE1 
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Exhibit A 
Job Titles, Job Codes, Bumping Crtteria & Salary Grades 
Key: T = test B = background D = degree NB = no background 
NT = no test Tv = Typinq test ' = Incumbent only 
Job Title 
Equip. Operator-FS 
Equip. Operator 1 st Class (SSES)' 
Expenditure Requisition Clerk 
Facility Records Specialist 
Fire Protection Mechanic 
Fire Protection Specialist 
Fossil Fuels Clerk 
General Utility Man 
Handyman Effluents 
Handyman Power Production* 
Handyman Susquehanna 
Handyman Svslem Crew 
Health Physics Technician Helper 
Health Physics Technician Level 1 
Health Physics Technician Level II 
Health Physics Technician-Instruments 
Helper Effluents 
Helper - FS - Generation - Electrical 
Helper - FS - Generation- Mechanical 
Helper-RM-Material 
Helper • FS • Regional - Electrical 
Helper - FS - Regional - Mechanical 
Helper -FS-ReqionalT&D 
Inspector Lines" 
Instrument & Control Maintenance Leader' 
Instrument & Control Technician Helper Susq, 
Instrument S Control Technician Level 1 Susq. 
Instrument 8 Control Technician Level II Susq. 
Instrument Man 
Instrument Man Trainee 
Insulation Technician 
Insulation Technician Trainee 
Insulation Test Assistant 
Journeyman Electrician - FS - Generation 
Journeyman Electrician - FS - Regional 
Journeyman Lineman - FS 
Journeyman Mechanic -FS-Generation 
Job 
Code 
3243 
9909 
4513 
3861 
8715 
8713 
4340 
3080 
2847 
5862 
8674 
5939 
8693 
8690 
8691 
8694 
2846 
3290 
KWI 
3293 
3292 
3291 
3288 
8332 
895S 
8770 
8766 
8767 
8660 
8661 
2786 
2776 
3797 
3284 
3285 
3246 
3278 
Bumping Criteria 
T&B 
lillasStaMech 
(MASSES 
T&Ty 
T 
NT/NB 
NT/B 
T&Ty 
T&B 
NT 
fill as Utility Wofker-FS 
NT 
T 
T 
T 
T&B 
T&B 
T 
NTOJB 
NTyNB 
NT/NB 
NT/NB 
NT/NB 
NT/NB 
fill as Line Maint.lnsp. 
till as 
Instrument Man 
T 
T&BorD 
T&BorD 
T 
T 
TofD 
TorD 
T&B 
T&B 
T&B 
T&B 
T&B 
Salary 
Grade 
F07 
H09 
B09 
BOB 
BOB 
B12 
BOB 
B15 
B04 
B03 
B04 
B03 
B07 
B13 
B15 
B14 
B06 
F03 
F03 
F03 
F03 
F03 
F03 
BIO 
B15 
BOS 
B14 
B16 
A05 
A05 
A10 
AIO 
B35 
F09 
F09 
F09 
F09 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria & Salary Grades 
Key: T = test B = background D=degree N8 = nobacKground 
NT = no test Tv = Tvpinq test * = Incumbent only 
Job Title 
Journeyman Mechanic • FS - Reqional 
Laboratory Svcs. Assistant 
Laboratory Technician 1 
Laboratory Technician II 
Laboratory Technician III 
Laboratory Technician IV 
Lead Customer Agent- Billing 
Lead Customer Aqent-Calls 
Licensed Operator Candidate 
Line Clearance Inspector 
Line Maintenance Inspector 
Lineman - FS 
Lineman Leader-FS 
Loadlnq Dock Worker 
Mail Clerk 
Maintenance Clerk Generation 
Maintenance Technical Clerk 
Market Research Clerk 
Material Clerk - Generation 
Material Clerk Specialist 
Material Clerk System Meters 
Material Handler-RM 
Mechanic • FS • Generation 
Mechanic - FS • Regional 
Mechanic Leader- FS • Generation 
Mechanic Leader- FS • Regional 
Mechanic/Welder Building Department 
Messenger 
Meter Installer 1st Class 
Meter Reader 
Meter Technician 
Meter Technician Trainee 
Methods Writer 
Network Control Operator 
Nuclear Fuel Cycle Clerk 
Nuclear Plant Operator Susquehanna 
Nuclear Systems Clerk 
Operations Assistant-Level I 
Operations Assistant-Level II 
Job 
Code 
3279 
5145 
5151 
5152 
5153 
5154 
3265 
3264 
8979 
2965 
2995 
3248 
3249 
3678 
6O30 
4316 
4314 
4615 
4318 
3460 
4322 
3250 
3280 
3281 
3276 
3277 
6538 
6040 
8336 
7438 
2792 
2772 
4516 
4950 
4614 
8790 
4621 
4396 
4398 
Bumping Criteria 
T&B 
NTOJB 
T&O 
T&D 
T.B&D 
T.B&D 
T 
T 
T&O 
D 
T 
TSB 
T&B 
T 
NT 
NT/NB 
KT/NB 
T 
NT 
NT&B 
NT/NB 
T 
T&B 
T&B 
T&B 
T&B 
T&B 
NT/NB 
T&B 
NT 
TorD 
TorD 
T&Ty 
T&B 
T&Ty 
T&O 
T&Ty 
TSTy 
T&Ty 
Salary 
Grade 
F09 
B06 
BOS 
B09 
• B11 
B15 
CC3 
CC3 
815 
B12 
B10 
F06 
F12 
B01 
B02 
B06 
BOS 
B10 . 
609 
B12 
BOS 
F07 
F06 
F06 
F12 
F12 
B09 
B05 
B11 
BQ6 
A10 
A10 
B09 
B14 
B10 
B51 
B10 
BOG 
B08 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria & Salary Grades 
Key: T = test B = background D = degree NB = no background 
NT = no test Ty = Typing test ' = hcumbenl only 
Job Title 
Operations Scheduler & Accountant 
Operations Scheduler & Accountant Assistant 
Operations Support Clerk 
Operations Support Specialist 
Operate Cash Receipts 
Operator Cash Receipts/Incumbent 
Operator Helper Susquehanna 
Operator Office Svcs. 
Operator Office SvcsJIncumbent 
Operator Priming; Svcs. 
Payroll Clerk Leader 
Payroll Clerk* 
Peaking Power Specialist 
Performance Technical Clerk 
Planning Technician 
Planning Technician Trainee 
Plant Control Operator 
Plant Control Operator Brunner Island 
Plant Control Operator Hydro 
Plant Control Operator Martins Creek 
Plant Control Operator Susquehanna 
Plant Equip. Operator 
Plant Equip. Operator Trainee 
Pole Inspector 
P o w Production Trainei 
(Temporary Position Only) 
Print Technician 
Program Coder 
Programmer 
Property Maintenance Repairer 
Protection & Control 160(1(1103^ 
Protective EQUIP. Test Helper 
Protective Equip. Tester 
Purchasing Clerk 
Quality Assurance Clerk 
Job 
Code 
8960 
8260 
3750 
3765 
3122 
3814 
8793 
W? 
3316 
2335 
4517 
4425 
3534 
4310 
2780 
2770 
8970 
8972 
8971 
8973 
8974 
8787 
8788 
2990 
9001 
2837 
4616 
4920 
5510 
2795 
3052 
3054 
4518 
4530 
Bumping Criteria 
T&B 
T 
MT/NB 
NT/NB 
NT 
Incumbent only 
(PerOJC) 
T&D 
NT 
Incumbent only 
(PerOJC) 
NT 
T 
fill as 
Steno/Clerk-Gen 
T»B 
T&Ty 
TorD 
TorD 
T4B 
T&B 
T&B 
T&B 
T.B&D 
T 
T 
NTyNB 
till with Applicable 
Job Title 
T 
T 
T&B 
MT/NB 
fill as Elec Test 
Tech/Trainee 
NTJNB 
mm 
T&Ty 
TSTy 
Salary 
Grade 
B15 
B12 
BOB 
B10 
KG2 
C03 
BOS 
KG2 
C03 
B02 
B08 
014 
F09 
BOS 
Aid 
A10 
B14 
B14 
B14 
B14 
B17 
B13 
A06 
009 
BT1 
BOS 
B11 
B14 
Bee 
A10 
Hfi 
B06 
BOB 
B08 
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Exhibit A 
Job Titles, Job Codas, Bumping Criteria * Salary Grades 
Key: T = test 6 = background D = degree NB = no background 
NT = no test Ty = Typinq test * = Incumbent only 
Job Title 
Rate Research Cleft 
Records Center Assistant 
Relay 8, Protection Technician 
Relay & Protection Technician Trainee 
Repairer Recording Demand Equip. 
& Instruments 
Results Analyst 
Senior Assembler 
Senior Clerk _ . , 
Senior Computer Operator 
Senior Drafter 
Senior Fossil Fuels Clerk 
Senior Laboratory Svcs. Assistant 
Senior Loading Dock Worker 
Senior Nuclear Fuel Cycle Clerk 
Senior Operator Printing Svcs. 
Senior Operator Printing Svcs Encumbent 
Senior Prot. Equip. Tester 
Senior Technical Assistant Susquehanna 
Senior Technical Asst Radiotog. & 
Environ. Svcs. 
Senior Technical Clerk 
Senior Tool Repairer 
Senior Tractor Trailer Operator 
Serviceman 
Serviceman (1520)" 
Shipper/Receiver 
Specific Temporary - CterWSteno 
Specific Temporary-Operating 1 
Specific Temporary -Operating II 
Standards & Instrument Tester 
Station Helper Susquehanna 
Station Mechanic Susouehanna 
Station Repairman Susouehanna 
Steno/Clerk Entry 
Job 
rvxte 
4620 
4490 
2783 
2773 
8236 
8170 
6080 
4623 
4926 
8910 
4350 
5150 
3679 
4630 
2836 
3317 
3055 
7961 
7956 
4426 
3790 
8045 
6241 
7010 
4280 
3305 
5505 
5805 
8740 
8673 
E671 
8672 
3221 
Bumping Criteria 
TSTy 
T 
TorD 
TorD 
T&B 
T&Ty 
NT/NB 
T 
TE.B 
T&B 
TSTy 
NT/NB 
T 
T&Ty 
T 
Incumbent only 
(PerOJO 
NT/B 
T.Ty&B 
T&B 
T&OPAC 
NT/NB 
NT/NB 
T 
fill as Serviceman 
NT/NB 
T&B 
T 
T&B 
T&B 
NT 
Salary 
Grade 
B10 
B09 
A10 
A10 
B11 
B11 
B05 
BIO 
B13 
B14 
B09 
B07 
B04 
B12 
B06 
C03 
B08 
B10 
B12 
B09 
B10 
. B09 
B08 
BOS 
BOO 
KE1 
(Step 1 only) 
B02 
(Step 1 only) 
BOS 
(Step 1 only) 
B13 
B07 
BH 
B11 
KE1 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria 4 Salary Grades 
Key: T = test B = background D = degree N8 = no background 
NT = no lesi Ty = Typing test ' = Incumbent only 
Job Title 
Steno/Clerk Entry/Incumbent 
Steno/Clerk General 
Steno/Clerk Genera ^ Incumbent 
Stock Clerk Building Department 
Strxk Clerk System Meters 
Stockman-Generation 
Student Technician 
Surveyor Level 1 
Surveyor Level It 
System Leader 
System Planning Clerk 
System Shops Worker 
System Trainer 
Technical Assistant Susquehanna 
Technical Asst. Radiolog. 8 Environ. Svcs. 
Technical Clerk Specialist 
Technical Helper - Radiolog. 4 
Environ. Svcs. 
Technical Records Analyzer 4 Coder 
Technical Records Input Operator' 
Technical Support Specialis! 
Technical Technician Training Assistant 
Telecommunications Technician 
Telecommunications Technician Trainee 
Telemaiketina Clerk 
Temporary Maintenance Coordinator 
Temporary Meier Reader 
Tool & Material Clerk 
Tool & Material Svcs. Leader 
Tool & Material Support Clerk 
Tool Repairer-tst Class 
Tool Repairer2nd Class 
Job 
Code 
3818 
3222 
3819 
6049 
4260 
6045 
2719 
2851 
2S52 
3619 
4440 
3512 
3646 
7960 
7955 
3865 
3530 
4570 
4370 
3760 
3636 
2789 
2779 
3260 
3629 
3580 
3745 
3770 
3755 
3791 
37?? 
Bumping Criteria 
Incumbent only 
(PerOJC) 
TSTy 
Incumbent only 
(PerOJC) 
NT/NB 
KT/NB 
NT 
Not Applicable 
T 
T 
B 
T 
NT 
B 
T4Ty 
T 
T.OPAC&B 
B 
T&Ty 
fill as 
Steno/Cterk-Gen 
NT/NB 
(ill with Applicable 
Job Title 
TorD 
TorD 
NT/NB 
fill with Applicable 
Job Title 
HTIHB 
NT/NB 
NT/B 
NT/NB 
NT/NB 
NT/NB 
Salary 
Grade 
C01 
KG2 
C03 
B06 
B04 
B07 
A99 
B06 
B10 
B15 
B08 
B03 
(Step 1 only) 
B12 
808 
B11 
BIO 
B07 
BI1 
BOS 
B10 
BT1 
A10 
A10 
CC1 
F12 
B04 
(Step 1 only) 
B07 
B13 
B09 
B09 
BOB 
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Exhibit A 
Job Titles, Job Codes, Bumping Criteria & Salary Grades 
Key: T = test B = background D = degree NB = no background 
NT = no test Ty = Typing test * = Incumbent only • 
Job Title 
Tractor Trailer Operator 
Transformer & Panel Repairer 
Transportation Handyman - RM 
Transportation Journeyman Mechanic • RM 
Transportation Material Handier - RM 
Transportation Mechanic - RM 
Transportation Mechanic Leader- RM 
Troubleman - FS 
Utility Man Martins Creek 
Utility Man Shift 
Utility Man Yard-MC 
Utility Man Yard-BRU/MON 
Utility Shift OperatorSusquehanna 
Utility Worker A-FS 
Utility Worker B-FS 
Utility Worker C-FS 
Utility Worker - FS (Non-Drivers) 
Utility Worker-SSES 
Watthour Meter Inspector 
Watthour Meter Tester 
Job 
Code 
8042 
8*40 
3253 
3254 
3255 
3256 
3257 
3256 
3071 
3073 
3588 
3589 
3077 
3259 
3364 
3365 
3429 
3431 
8048 
8102 
Bumping Criteria 
NT/NB 
T 
NT/NB 
TSB 
NT/NB 
T&8 
T4B 
T&B 
T&B 
T&B 
MT/B 
NT'B 
T,B&D 
NT/NB 
NT/NB 
NT/NB 
NT/NB 
NT/NB 
T 
T 
Salary 
Grade 
Boa 
B09 
F02 
F08 
F05 
F04 
F10 
F11 
B43 
B43 
B13 
B14 
B74 
F01 
F01 
F01 
F01 
F01 
B07 
B09 
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Exhibit A - 2002 
Effective 5-13-02 "A" SALARY TABLE IBEW Local 1600 
For Jobs as Defined In Apprentice Training Programs 
Progression Schedule- of Weekly and Hourly Rates 
1ST STEP 
$661.36 
16,534 
55.00% 
721.40 
16.035 
65.00% 
841.72 
21.043 
70.00% 
874.16 
21.854 
70.00% 
560.00 
14.000 
2ND STEP 
$781.60 
19.540 
65.00% 
799.08 
19.977 
72,00% 
931.38 
23.297 
77.50% 
967.84 
24.196 
77.50% 
3RD STEP 
5901.84 
22.546 
75.00% 
876.76 
21.9)9 
79.00% 
1022.08 
25.552 
85.00% 
1061.48 
26.537 
85.00% 
4THSTEP 
$1022.08 
25.552 
85.00% 
954.48 
23.862 
86.00% 
1112.24 
27.806 
92.50% 
1155.16 
28.879 
92.50% 
STHSTEP 
$1142.32 
28.568 
95.00% 
1032.16 
25.804 
93.00% 
1202.44 
30.061 
100.00% 
1248.80 
31.220 
100.00% 
6THSTEP 
$1202.44 
30.061 
100.00% 
1109.84 
27,746 
100.00% 
' Time Intervals between steps are defined In Apprentice Programs. 
Normally » year between steps. 
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GROUP 
A05 
A06 
A10 
A12 
A99 
Effective 5-13-02 "B- SALARY TABLE I6EW Local 1600 
Time and Merit Progression Schedule" of Weekly and Hourly Rates 
GROUP 
B01 
BOS 
B03 
B04 
B05 
B06 
B07 
B08 
B09 
BIO 
611 
612 
613 
B14 
1ST STEP 
$462,48 
11.662 
508.72 
12.718 
554.92 
13.673 
601.12 
15.028 
647.76 
16.194 
693.64 
17.341 
739.72 
18.493 
786.12 
19.653 
832.52 
20.813 
878.72 
21.968 
924.68 
23.122 
971.20 
24.260 
1017.36 
25.434 
1063.80 
26.595 
2ND STEP 
S485.72 
12.143 
531.96 
13.299 
578.28 
14.457 
624.24 
15.606 
670.72 
16.768 
716.72 
17.918 
762.80 
19.070 
809.36 
20.234 
855.64 
21.391 
901.68 
22.542 
948.20 
23.705 
994,44 
24.861 
1040.60 
26.015 
1086.64 
27.166 
3RD STEP 
$508.72 
12.716 
554.92 
13.873 
601,12 
15.028 
647.76 
16.194 
693,64 
17.341 
739.72 
18.493 
786.12 
19.653 
832.52 
20.813 
878.72 
21,968 
924,88 
23.122 
971.20 
24.280 
1017.36 
25.434 
1063.80 
26.595 
1109.84 
27.746 
4THSTEP 
$531.96 
13.299 
578.28 
14.457 
624.24 
15.606 
670.72 
16.768 
716.72 
17.918 
762.80 
19.070 
809.36 
20.234 
855.64 
21.391 
901.68 
22.542 
948.20 
23.705 
994.44 
24.861 
1040.60 
26.015 
1086.64 
27.166 
1132.80 
28.320 
5THSTE 
$554.92 
13.873 
601.12 
15.028 
647.76 
16.194 
693.64 
17,341 
739.72 
18.493 
786.12 
19.653 
832.52 
20.813 
878.72 
21.968 
924.88 
23.122 
971.20 
24.280 
1017.36 
26.434 
1063.80 
26.595 
1109.34 
27.746 
1156.08 
28.902 
' Time Intervals between steps • 13 pay periods 
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Effectwo 5-13-02 "B" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 1ST STEP 2ND STEP 3RD STEP 4THSTEP 5TH STEP 
B15 1109.64 
27.746 
B16 1156.08 
28.902 
B17 1202.44 
30.061 
B35 1040.36 
26.009 
"B51 1058.16 
26.454 
86.00% 
B75 957.32 
23.933 
BT1 1276.36 
31.909 
1132.60 
28.320 
(178.96 
29.474 
1225.60 
30.640 
1064.16 
26.604 
1106.24 
27.656 
92.00% 
1156.06 
2B.902 
1202.44 
30.061 
1243.60 
31.220 
1087.92 
27.198 
1154.36 
23.859 
96.00% 
1178.% 
29.474 
1225.60 
30.640 
1271,64 
31.796 
1111.16 
27.779 
1176.40 
29.460 
98.00% 
1202.44 
30.061 
1248.80 
31.220 
1294.64 
32.371 
1135.04 
28.376 
1202.44 
30.061 
100.00% 
' Time Intervals between steps -13 pay periods 
" Time Intervals between steps are defined by MA 01-5000 
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Effective 5-13-02 "CC" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 1ST STEP 2ND STEP 
CCl 
CC2 
CC3 
$373.24 
9.331 
407.16 
10.179 
503.92 
12.723 
' Time Intervals between steps 
$395.84 
9.896 
441.03 
11.027 
576.80 
14,420 
-13 pay periods 
Effective 5-13-02 "CS" SALARY TABLE IBEW Local 1600 
Time and Merit progression Schedule' of Weekly and Hourly Rates 
GROUP 
CS1 
CS2 
CS3 
CS4 
CS5 
1ST STEP 
$462.52 
11.563 
644.B8 
16.122 
71672 
17.918 
309.36 
20.234 
984.04 
24.601 
2ND STEP 
$50B.96 
12.724 
670.04 ' 
16.751 
749.04 
18.726 
832.52 
20.813 
3RD STEP 
$555.08 
13.677 
702.60 
17.565 
782.72 
I9.56S 
855.64 
21.391 
4THSTEP 
$601,28 
15.032 
739.72 
18.493 
817.92 
20.448 
678.72 
21.968 
5THSTE 
$647.76 
16.194 
767.48 
19.187 
855.64 
21.39? 
901.68 
22.542 
' Time Intervals between steps • 13 pay periods 
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EHective 5-13-02 
GROUP 
F01 
F02 
F03 
F04 
F06 
F06 
"F" SALARY TABLE 
Weekly and Hourly Rates 
RATE 
$490.48 
12.262 
647.76 
16.194 
712.32 
17.808 
879.12 
21,953 
924.84 
23.121 
930.88 
24.522 
GROUP 
F07 
FOB 
F09 
F10 
F11 
F12 
IBEW Local 1600 
RATE 
$1017.36 
25.434 
1063.80 
26.595 
1135.04 
28,376 
1156.08 
28.902 
1167.72 
29.193 
1228.48 
30.712 
Effective 5-13-02 "J" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' ol Weekly and Hourly Rates 
GROUP 
J01 
J02 
1ST STEP 
$693.64 
17,341 
6THSTEP 
609.36 
20.234 
1ST STEP 
$878.72 
21.968 
6THSTEP 
994.44 
24.861 
2ND STEP 
$716.72 
17.918 
7THSTEP 
832.52 
20.813 
2ND STEP 
$901.66 
22.542 
7THSTEP 
1017.36 
25.434 
3RD STEP 
$739.72 
18.493 
3RD STEP 
$924 68 
23.122 
8THSTEP 
1040.60 
26.015 
4TH STEP 
$762.80 
19.070 
4THSTEP 
$949.20 
23.705 
9THSTEP 
1063.80 
26.595 
5THSTEP 
$786.12 
19.653 
5THSTEP 
$971.20 
24.280 
* Time Intervals between steps • 13 pay periods 
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Effective 5-13-02 "K" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Sclwdule' of Weekly and Hourly Rales 
1ST STEP 
$464.68 
11.617 
529.60 
13.240 
6TH STEP 
644.88 
16.12 
2ND STEP 
$486.44 
12.161 
651.32 
13.783 
7THSTEP 
670.04 
16.751 
3RD STEP 
$507.92 
12.693 
572.84 
14.321 
8THSTEP 
702.60 
17.565 
4THSTEP 
$629.60 
13.240 
596.20 
14,905 
9THSTEP 
734.92 
18.373 
5THSTEP 
$551.32 
13.783 
619.92 
15.498 
10TH STEP 
767.48 
19.187 
* Time Intervals between steps -13 pay periods 
"AVERAGE" SAURY TABLE 
Represents the Mean of the Two Salary Table Groups Shown 
Time and Merit Progression Schedule* of Weekly and Hourly Rates 
GROUP 1ST STEP 2ND STEP 3RD STEP 4TH STEP 5TH STEP 
B43 S1040.60 $1063.64 $1086.84 $1109.72 $1132.96 
(Formerly 26.015 26.591 27.171 27.743 28.324 
B14/13) 
B74 1133.12 1156.12 1179.32 1202.32 1225.48 
(Formerly 28.328 28.903 29.483 30.058 30.637 
B17/14) 
* Time Intervals between steps • 13 pay periods 
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Effective 5-1302 MISCELLANEOUS SALARY TABLES IBEW Local 1600 
FOR INCUMBENTS ONLY 
SALARY 
TABLE & 
GROUP 
WEEKLY/HOURLY RATES 
1ST STEP 2ND STEP 3RD STEP 4TH STEP 5THSTEP 6TH STEP 
C01 
C03{1) 
014 
H09 
693.64 
17.341 
1017.36 
25.434 
739.72 
18.493 
762.80 
19.070 
809.36 
20.234 
$647.76 
16.194 
855.64 
21.391 
665.00 
21.625 
(1) Time Intervals between steps -13 pay periods 
Promotion Irom C01 to C03 Is to the first step of COD 
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Exhibit A-2003 
Effective 5-12-03 "A" SAURY TABLE IBEW Local 16O0 
For Jobs as Defined in Apprentice Training Programs 
Progression Schedule* ot Weekly and Hourly Rates 
1ST STEP 
$633.64 
17,096 
55.00% 
745.92 
18.646 
65.00% 
870.32 
21.75B 
70.00% 
903.88 
22.597 
70.00% 
560.00 
14.000 
2ND STEP 
$808.16 
20.204 
65.00% 
826.24 
20.656 
72.00% 
963.56 
£4.089 
77.50% 
1000.72 
25.018 
77.50% 
3RD STEP 
$932.46 
23.312 
75.00% 
906.56 
22.664 
79.00% 
1056.84 
26.42! 
65,00% 
1097.56 
27.439 
85.00% 
4THSTEP 
$1056.84 
26.421 
85.00% 
986.92 
24,673 
86.00% 
1150.08 
28,752 
92.50% 
1194.40 
29.660 
92.50% 
STHSTEP 
$1161.16 
29.529 
95.00% 
1067.24 
26.681 
93,00% 
1243.32 
31.083 
100.00% 
(291.24 
32.281 
100.00% 
6THSTEP 
$1243.32 
31.083 
100.00% 
1147.56 
28.689 
100.00% 
Time Intervals between steps are defined In Apprentice Programs. 
Normally a year between steps. 
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Effective 5-12-03 -B" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* ol Weekly and Hourly Rates 
GROUP 
B01 
B02 
B03 
B04 
B05 
B06 
B07 
B08 
B09 
010 
B11 
B12 
B13 
B14 
tSTSTEP 
$478.20 
11.955 
526.00 
13.150 
573.80 
14.345 
621.56 
15.539 
669.80 
16.745 
717.24 
17,931 
764,88 
19,122 
812.34 
20.321 
860.34 
21,521 
908,60 
22.7)5 
956.32 
23.908 
1004.24 
25.106 
1051.96 
26.299 
1099.96 
27.499 
2ND STEP 
$502.24 
(2.556 
550.04 
13.751 
597.96 
14.949 
645.48 
16.(37 
693.52 
17.338 
741.08 
18.527 
788.72 
19.716 
B36.SB 
20.922 
884.72 
22.118 
932.32 
23.308 
980.44 
24,511 
1028.24 
25.706 
1076.00 
26.9O0 
1123.60 
28.090 
3RD STEP 
$526.00 
13,150 
573.60 
14.345 
621.66 
15.539 
669.80 
16.745 
717,24 
17.931 
764,88 
19.122 
812.84 
20.321 
860.84 
21.521 
908.60 
22.715 
956.32 
23.90a 
1004.24 
25.106 
1051,96 
26.299 
1099.96 
27.499 
1147.56 
23.689 
4TM STEP 
$550.04 
13.751 
597,96 
14.949 
645.48 
16.137 
693.52 
17.338 
741,08 
18.527 
788.72 
19.718 
836.88 
20.922 
884.72 
22.116 
932.32 
23.308 
980.44 
24.511 
1028.24 
25.706 
1076.00 
26.900 
1123.60 
28.090 
1171.32 
29.283 
5THSTEP 
$573.80 
14.345 
621.56 
15.539 
669.80 
16.745 
717.24 
17.931 
764.83 
19.122 
612.84 
20.321 
860.84 
21.521 
908.60 
22.715 
956.32 
23.908 
1004.24 
25.106 
1051.96 
26.299 
1099.96 
27.499 
1147.56 
29.689 
1195.40 
29.835 
' Time Intervals between steps • 13 pay periods 
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Effective 5-12-03 "B" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' ol Weekly and Hourly Rates 
GROUP 
B15 
B16 
B17 
B35 
"B51 
B75 
BT1 
1ST STEP 
1147.56 
23.683 
1195,40 
29.885 
1243.32 
31.083 
1075.72 
26.893 
1094.12 
27.353 
88.00% 
894.12 
22.353 
1319.76 
32.994 
2ND STEP 
1171.32 
29.283 
1219.04 
30.476 
1267.28 
31.632 
3100.36 
27.509 
1143.84 
28.596 
92.00% 
3RD STEP 
1195.40 
29.885 
1243.32 
31.083 
1291.24 
32.281 
1124.92 
28.123 
1193.60 
29.640 
96.00% 
4THSTEP 
1219.04 
30.476 
1267.28 
31.682 
1315.08 
32.877 
1148.92 
28.723 
1218.48 
30.462 
98.00% 
5THSTE 
1243.32 
31.083 
1291.24 
32.281 
1338.88 
33.472 
1173.64 
29.34) 
1243.32 
31.083 
100.00% 
* Time Intervals between steps • 13 pay periods 
* Time intervals between steps are defined by MA 01-5000 
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Effective 5-12-03 "CC" SALARY TABLE IBEW Local 1600 
Time end Merit Progression Schedule' of Weekly and Houriy Rates 
GROUP 1ST STEP 2ND STEP 
CCI 
CC2 
CC3 
' Time Intervals between steps -13 pay periods 
Efieclive 5-12-03 "CS" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' at Weekly and Hourly Rates 
$385.92 
9.648 
421.00 
10.525 
526.24 
13.156 
$409.23 
10.232 
456.08 
11.402 
596.40 
14.910 
GROUP 
CS1 
CS2 
CS3 
CS4 
CS5 
1ST STEP 
$478.24 
11.956 
666.80 
16.670 
741.08 
18.527 
836.88 
20.922 
1017.48 
25.437 
2ND STEP 
$526.28 
13.157 
692.84 
17.321 
774.52 
19.363 
860,84 
21.521 
3RD STEP 
$573.96 
14.349 
726.48 
18.162 
809.32 
20.233 
884.72 
22.118 
4THSTEP 
$621.72 
15.543 
764.63 
19.122 
845.72 
21.143 
908.60 
22.715 
5THSTEP 
$669.80 
16.745 
793.55 
19.839 
884.72 
22.118 
932.32 
23.308 
' Time Intervals between steps -13 pay periods 
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Effective 5-12-03 
GROUP 
F01 
FQ2 
F03 
F04 
F05 
F06 
"F SALARY TABLE 
Weekly and Hourly 
RATE 
$507.16 
12.679 
669.80 
16.745 
736.52 
18.413 
907.96 
22.699 
.956.28 
23.907 
1014.24 
25.356 
Rates 
GROUP 
F07 
F08 
F09 
F10 
F11 
F12 
IBEW Local 1600 
RATE 
$1051.96 
26.299 
1099.96 
27.499 
1173.64 
29.341 
1195.40 
29.885 
1207.44 
30.186 
1270.24 
31.756 
Effective 5-12-03 
GROUP 
J01 
J02 
" J " SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* ol Weekly and Hourly Rates 
1ST STEP 
$717.24 
17.931 
6THSTEP 
836.88 
20.922 
1ST STEP 
908.60 
22.715 
6TH STEP 
1028.24 
25.706 
2ND STEP 
$741.08 
18.527 
7THSTEP 
860.84 
21.521 
2ND STEP 
932.32 
23.308 
7THSTEP 
1051.96 
26.299 
3RD STEP 
$764.88 
19.122 
3RD STEP 
956.32 
23.908 
8THSTEP 
1076.00 
26.900 
4THSTEP 
$788.72 
19.718 
4THSTEP 
960.44 
24.511 
9THSTEP 
1099.96 
27.499 
5THSTEP 
$812.84 
20.321 
5THSTEP 
1004.24 
25.106 
' Time Intervals between steps -13 pay periods 
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Effective 5-12-03 "K" SALARY TABLE 1BEW Local 1600 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 
KE1 
KG2 
1ST STEP 
$480.46 
12.012 
547.60 
13.690 
6THSTEP 
668.80 
16.670 
2ND STEP 
$502.96 
12.574 
570.08 
14.252 
7THSTEP 
692.34 
17.321 
3RD STEP 
$525.20 
13.(30 
592.32 
14.608 
8THSTEP 
726.48 
13.162 
4TH STEP 
$547.60 
13.690 
616.48 
15.412 
9THSTEP 
759.92 
16.996 
5TH STEP 
$570.08 
14.252 
641.00 
16.025 
10TH STEP 
793.56 
19.839 
' Time Intervals between steps • 13 pay periods 
"AVERAGE" SAURY TABLE 
Represents the Mean ol the Two Salary Table Groups Shown 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 
B43 
(Formerly 
B14/131 
B74 
(Formerly 
B17/14| 
1ST STEP 
$1075.96 
26.899 
1171.64 
29.291 
2ND STEP 
$1099.80 
27.495 
1195.44 
29.686 
3RD STEP 
$1123.76 
28.094 
1219.40 
30.485 
4THSTEP 
$1147.48 
28,667 
1243.20 
31.080 
5TH STEP 
$1171.48 
29,287 
1267.16 
31.679 
' Time Intervals between steps -13 pay periods 
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Effective 5-12-03 MISCELLANEOUS SALARY TABLES IBEW Local 1600 
FOR INCUMBENTS ONLY 
WEEKLY/HOURLY RATES 
SALARY 
TABLE & 
GROUP 
C01 
1ST STEP 2ND STEP 3RD STEP 4TH STEP 5THSTEP KTHSTEP 
S669.80 
16.745 
C03(1) 717.24 
17.931 
764.89 
19,122 
788.72 
19.718 
836.88 
20.922 
884.72 
22.118 
014 894.40 
22.380 
H09 1051.96 
26.299 
(t) Time Inteivals between steps • 13 pay periods 
Promotion from C01 to C03 Is to the nrst stop ol C03 
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Exhibit A-2004 
Effective &-10-04 "A" SALARY TABLE IBEWLocal 1600 
For Jobs as Defined In Apprentice Training Programs 
Progression Schedule' of Weekly and Hourly Rites 
f ST STEP 
$707.76 
17.694 
55.00% 
772.00 
19.300 
65.00% 
900.80 
22.520 
70.00% 
935.52 
23.386 
70.00% 
560.00 
14.000 
2ND STEP 
$636.44 
20.911 
65.00% 
855.16 
21.379 
72.00% 
997.32 
24.933 
77.50% 
1035.76 
25.894 
77.50% 
3ROSTEP 
$965.12 
24,128 
75.00% 
938.26 
23.457 
79.00% 
1093.80 
27.345 
65.00% 
1135.96 
28.399 
85.00% 
4THSTEP 
$1093.80 
27.345 
85.00% 
1021.44 
25.536 
86.00% 
1190.32 
29.758 
92.50% 
1236 JO 
30.905 
92.50% 
STHSTEP 
$1222.48 
30.562 
95.00% 
1104.56 
27.614 
93.00% 
1286.84 
32.171 
100.00% 
1336.44 
33.411 
100.00% 
' Time Intervals between steps are defined In Apprentice Programs. 
STHSTEP 
$1286.84 
32.171 
100.00% 
1187.72 
29.693 
100.00% 
Normally a year between steps. 
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Effective 5-10-04 "B" SAURY TABLE IBEW Local 1600 
Time and Merll Progression Schedule' of Weekly and Hourly Rates 
GROUP 
B01 
B02 
B03 
B04 
B05 
B06 
B07 
B08 
BOS 
B10 
B11 
B12 
B13 
B14 
1ST STEP 
$494.9! 
12.373 
544.40 
13.610 
593.88 
14.347 
643.32 
16.033 
693.24 
17.331 
742.36 
18.559 
791.64 
19.791 
841.23 
21.032 
330.96 
22.274 
940.40 
23.510 
939.80 
24.745 
1039.40 
25.985 
1038.76 
27.219 
1138.44 
28.461 
2ND STEP 
$519.80 
12.995 
569.28 
14.232 
618.68 
15.472 
668.08 
16.702 
717.80 
17.945 
767.00 
19.175 
816.32 
20.408 
866.'6 
21.654 
915,68 
22.892 
964.96 
24.124 
1014,76 
25.369 
1064.24 
26.606 
1113.68 
27.842 
1162.92 
29.073 
3RD STEP 
$544.40 
13.610 
593.88 
14.847 
643.32 
16.083 
693.24 
17.331 
742.36 
18.559 
791,64 
19.791 
841.28 
21.032 
890.96 
22.274 
940.40 
23.510 
989.80 
24,745 
1039.40 
25.985 
1088.76 
27.219 
1138.44 
23.461 
1187.72 
29.693 
4THSTEP 
$569.28 
14.232 
618.88 
15.472 
668.08 
16.702 
717.80 
17.945 
767.00 
19.175 
816.32 
20.408 
866.16 
21.654 
915.68 
22.892 
964.86 
24.124 
101476 
25.369 
1064,24 
26.606 
1113.68 
27.842 
1162.92 
29.073 
1212.32 
30.308 
5THSTE 
$593.88 
14.847 
643.32 
(6.033 
693.24 
17.331 
742.36 
18.559 
791.64 
19.791 
841.28 
21.032 
890.96 
22.274 
940.40 
23.510 
989.80 
24.745 
1039.40 
25,985 
1088.76 
27.219 
1138.44 
28.461 
1187.72 
29.693 
1237.24 
30,931 
* Time Intervals between steps -13 pay periods 
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Effective 5 - 1 0 * "B" SALARY TABLE IBEW Local 1600 
Time and Merll Progression Schedule' ol Weekly and Hourty Rates 
GROUP 1ST STEP 2ND STEP 3RD STEP 4TH STEP 5THSTEP 
B15 1187.72 1212,32 1237.24 1261.72 1286.34 
29.693 30.308 30.931 31.543 32.17t 
E16 1237.24 1261.72 12S6.84 1311.64 1336.44 
30.931 31.543 32.171 32.791 33.411 
B17 (286.84 1311,64 1336.44 1361.12 1365.76 
32.171 32.791 33.411 34.028 34.644 
B35 1113.36 1138.88 1164.2B 1189.12 1214.72 
27.834 28.472 29.107 29.728 30.36B 
"B51 1132.40 1183.86 1235.36 1261.12 1286.64 
26.310 29.597 30.884 31.528 32.17! 
88.00% 92.00% 96.00% 98.00% 100.00% 
B75 925.40 
23.135 
BT1 1365.96 
34.149 
* Time Intervals between steps • 13 pay periods 
" Time Intervals between steps ere defined by MA 01-5000 
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Effective 5-10-04 "CC" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 1ST STEP 2ND STEP 
CC1 
CC2 
CC3 
' Time Intervals between steps -13 pay periods 
$399.44 
9.966 
435.72 
10.893 
544.64 
13.616 
$423.60 
10.590 
472.04 
11.801 
617.28 
15.432 
Effective 5-10-04 
GROUP 
CS1 
CS2 
CS3 
CS4 
CS5 
-CS" SAURY TABLE IBEV 
Time and Merit Progression Schedule" ol Weekly and Hourly Rales 
1ST STEP 
$494.96 
12.374 
690.12 
17,253 
767.00 
19.175 
866.16 
21.654 
1053.08 
26.327 
2ND STEP 
$544.63 
13.617 
717,08 
17.927 
801.64 
20.041 
890.96 
22.274 
3RD STEP 
$594.04 
14.851 
751.92 
1B.798 
837.64 
20.941 
915.68 
22.892 
4THSTEP 
$643.48 
16.087 
791.64 
19.791 
875.32 
21.883 
940.40 
23.510 
if Local 160 
5THSTE 
$693.24 
17.331 
821.32 
20.533 
915.68 
22.892 
964.96 
24.124 
* Time Intervals between steps • 13 pay periods 
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Effective 5-10-04 
GROUP 
F01 
F02 
F03 
F04 
FQ5 
F06 
"F" SALARY TABLE 
Weekly and Hourly Rates 
RATE 
$524.92 
13.123 
693.24 
17.331 
762.2S 
19.057 
939.72 
23.493 
989.76 
24.744 
1049.72 
26.243 
GROUP 
F07 
F08 
F09 
F10 
F11 
F12 
IBEW Local 1600 
RATE 
$1088.76 
27.219 
1138.44 
28.461 
1214.72 
30.368 
1237.24 
30.931 
1249.72 
31.243 
1314.68 
32.867 
Effective 5-10-04 
GROUP 
J01 
J0Z 
Time and Merit 
1ST STEP 
S742.36 
18.559 
6TH STEP 
866.16 
21.654 
1ST STEP 
940.40 
23.510 
6TH STEP 
1064.24 
26.606 
"J" SALARY TABLE IBEW Local 1600 
Progression Schedule' ol Weekly and Hourly Rates 
2ND STEP 
$767.00 
19.175 
7TK STEP 
890.96 
22.274 
2ND STEP 
964.96 
24.124 
7THSTEP 
1088.76 
27.219 
3RD STEP 
$791.64 
19.791 
3RD STEP 
989.80 
24.745 
8TH STEP 
1113.63 
27.842 
4TH STEP 
1816,32 
20.408 
4TH STEP 
(014,76 
25.369 
9TH STEP 
1138.44 
28.461 
5TH STEP 
$841,28 
21.032 
5TH STEP 
1039,40 
25.985 
' Time Intervals between steps • 13 pay periods 
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Effective 5-10*) "K" SAURY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* of Weekly and Hourly Rates 
GROUP 
KE1 
KG2 
1ST STEP 
$497.28 
12.432 
566,76 
14.169 
6TH STEP 
690.12 
17.253 
2ND STEP 
5520,56 
13.014 
590,04 
14.751 
7THSTEP 
717.08 
17.927 
3RD STEP 
$543.60 
13.590 
613.04 
15.326 
6TH STEP 
751.92 
18.798 
4TH STEP 
$566.76 
14.169 
638.04 
15,951 
9TH STEP 
786.52 
19.663 
5TH STEP 
$590.04 
H.751 
663.44 
16.586 
10TH STEP 
821.32 
20.533 
' Time Intervals between steps -13 pay periods 
"AVERAGE" SAURY TABLE 
Represents the Mean of the Two Salary Table Groups Shown 
Time and Merit Progression Schedule* of Weekly and Hourly Rates 
GROUP 
643 
(Formerly 
B14/13I 
B74 
(Formerly 
B17/14) 
1ST STEP 
$1113.60 
27.B40 
1212.64 
30.316 
2ND STEP 
$1138.32 
28.458 
1237.28 
30.932 
3RD STEP 
$1163.08 
29.077 
1262.08 
31.552 
4THSTEP 
$1187.64 
29.691 
1286.72 
32.168 
5TH STEP 
$1212.48 
30.312 
1311.52 
32.788 
* Time Intervals between steps • 13 pay periods 
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Effective 5-HHJ4 MISCELLANEOUS SALARY TABLES IBEW Local 1600 
FOR INCUMBENTS ONLY 
WEEKLY/HOURLY RATES 
SALARY 
TABLE & 
GROUP 1ST STEP 
C01 
C03(1| 
014 
2ND STEP 3RD STEP 4TH STEP STHSTEP 6THSTEP 
742.36 
18.5S9 
791.64 
19.791 
816.32 
20.408 
866.16 
21.654 
$693.24 
17.331 
915.68 
22.892 
925.72 
23.143 
H09 108876 
27.219 
(1) Time Intervals between steps • 13 pay periods 
Promotion from C01 to C03 Is to the first step of CQ3 
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Exhibit A - 2005 
Effective 5-09-O5 "A" SALARY TABLE 1BEW Local 1600 
For Jobs as Defined in Apprentice Training Programs 
Progression Schedule* ol Weekly and Hourly Rates 
1ST STEP 
$732,20 
18.305 
55.00% 
798.64 
19.966 
65.00% 
931.68 
23.297 
70.00% 
967.B0 
24.195 
70.00% 
560.00 
14.000 
2ND STEP 
$665.32 
21.633 
65,00% 
864.64 
22.116 
72,00% 
1031,72 
25.793 
77.50% 
1071.48 
26,787 
77.50% 
3RD STEP 
$998.44 
24.961 
75.00% 
970.64 
24.266 
79.00% 
1131,56 
26.269 
65,00% 
1175.16 
29.379 
85.00% 
4THSTEP 
$1131.56 
28289 
65.00% 
1056.68 
26.417 
86.00% 
1231.40 
30.785 
92.50% 
1276.86 
31.972 
92.50% 
5THSTEP 
$1264.68 
31.617 
95.00% 
1142.68 
28.567 
93.00% 
1331.24 
33.281 
100.00% 
1362.56 
34.564 
100.00% 
6TH STEP 
$1331.24 
33.281 
100.00% 
1226.68 
30.717 
100.00% 
Time Intervals between steps are detlned in Apprentice Programs. 
Normally a year between steps. 
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EtlBCtive 3-09-05 "8" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* of Weekly and Hourly Rates 
GROUP 
B01 
B02 
B03 
B04 
805 
B06 
807 
BOS 
B09 
BS0 
Btl 
B12 
B13 
B14 
1ST STEP 
$512.00 
12.600 
563.20 
14.080 
614.30 
15.359 
665.52 
16.638 
717.16 
17.929 
767.96 
19.199 
818.96 
20.474 
870.32 
21.75B 
921.68 
23.042 
972.64 
24.321 
1023.96 
25.599 
1075.24 
26.381 
1126.32 
28.158 
1177,72 
29.443 
2ND STEP 
$537.72 
13.443 
586.92 
14.723 
640,24 
16.006 
691.12 
17.278 
742.56 
16.564 
793.48 
19.837 
844.46 
21.112 
896.04 
22.401 
947.2B 
23.682 
998.24 
24.956 
1049.76 
26.244 
1100.96 
27.524 
1152.12 
28.803 
1203.04 
30.076 
3RD STEP 
$563.20 
14.080 
614.36 
15.359 
665.52 
16.638 
717.16 
17.929 
767.96 
19.199 
818.96 
20.474 
870.32 
21.758 
921.68 
23.042 
972.84 
24,321 
1023.96 
25.599 
1075.24 
26.881 
1126.32 
28.158 
1177.72 
29.443 
1228.68 
30.717 
4THSTEP 
$588.92 
14.723 
640.24 
16.006 
691.12 
17.278 
742.56 
18.564 
793.48 
19.837 
844.43 
21.112 
696.04 
22.401 
94728 
23.662 
998.24 
24.956 
1049.76 
26.244 
1100.96 
27.524 
1152.12 
28.803 
1203.04 
30.076 
1254.16 
31.354 
5THSTEP 
$614.36 
15.359 
665.52 
16.636 
717.16 
17.929 
767.96 
19.199 
818.96 
20.474 
870.32 
21.758 
921.63 
23.042 
972.84 
24.321 
1023.96 
25.599 
1075.24 
26.861 
1126.32 
28.158 
1177.72 
29.443 
1228.68 
30.717 
1279.92 
31.998 
' Time Intervals between steps • 13 pay periods 
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effective 549-05 "B" SAURY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* at Weekly end Hourly Rates 
GROUP 
B15 
Bie 
B17 
B35 
"B51 
B75 
BT1 
1ST STEP 
1228.66 
30.717 
1279.92 
31.998 
1331.24 
33.281 
1151.76 
28.794 
1171.48 
29.287 
88.00% 
957.32 
23.933 
1413.08 
35.327 
2ND STEP 
1254.16 
31.354 
1305.24 
32.631 
1356,88 
33.922 
1178.16 
29.454 
1224.72 
30.616 
92.00% 
3RD STEP 
1279.92 
31.998 
1331.24 
33.281 
1362.56 
34.564 
1204.44 
30.111 
1277.96 
31.949 
96.00% 
4THSTEP 
1305.24 
32.631 
1356.88 
33.922 
1408,08 
35.202 
1230.16 
30.754 
1304.64 
32.616 
98.00% 
5THSTE 
1331.24 
33.281 
13S2.56 
34.564 
1433.56 
35.839 
1256.64 
31.416 
1331.24 
33.281 
100.00% 
• Time Intervals between steps -13 pay periods 
' Time Intervals between steps are deflned by MA 01-5000 
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Elfective 5^ )9-C6 'CC" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* at Weekly and Hourly Rates 
GROUP 1ST STEP 2ND STEP 
CC1 
CC2 
CO 
* Time Internals between steps • 13 pay periods 
Effective 5-09-O5 "CS" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule* ol Weekly and Hourly Rates 
$413.24 
10.331 
450.76 
11.269 
563.44 
14.086 
$436.20 
10.955 
488.32 
12.208 
639.56 
15.964 
GROUP 
CS1 
CS2 
CS3 
CS4 
CS5 
1ST STEP 
S512.04 
12.601 
713.92 
17.848 
793.48 
19.837 
896.04 
22.401 
1089.40 
27.235 
2ND STEP 
$563.48 
14.037 
741.80 
18.545 
829.28 
20.732 
921.68 
23.042 
3RD STEP 
$614.52 
15.363 
777.88 
19.447 
866.52 
21.663 
947.28 
23.682 
4TH STEP 
$665.68 
16.642 
81896 
20.474 
905.52 
22.633 
972.84 
24.321 
5THSTEP 
$717,16 
17.929 
849.64 
21.241 
947.28 
23.682 
998.24 
24.956 
* Time Inlavals between steps -13 pay periods 
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Effective 5-09-O5 •F SALARY TABLE IBEW Local 1600 
Weekly and Hourly Rales 
GROUP 
F01 
F02 
F03 
F04 
F05 
F06 
HATE 
$543.04 
13.576 
717.16 
17.929 
788.56 
19.714 
972.16 
24.304 
1023.92 
25.596 
1085.92 
27.148 
GROUP 
F07 
FOB 
FQ9 
F10 
F11 
F12 
RATE 
$1126.32 
28.158 
1177.72 
29.443 
1256.64 
' 31.416 
1279.92 
31.998 
1292.64 
32.321 
1360.04 
34.001 
Effective 5-09-O5 
GROUP 
J01 
J02 
"J" SALARY TABLE IBEW Local 160 
Time and Merit Progression Schedule* ol Weekly and Hourly Rates 
1ST STEP 
$767.96 
19.199 
6THSTEP 
896.04 
22.401 
1ST STEP 
972.94 
24.321 
6THSTEP 
1100.96 
27.524 
2ND STEP 
$793.46 
19.837 
TTHSTEP 
921.68 
23.042 
2ND STEP 
998.24 
24.956 
7THSTEP 
1126.32 
28.156 
3RD STEP 
$818.96 
20.474 
3RD STEP 
1023.96 
25.599 
8THSTEP 
1152.12 
28.803 
4THSTEP 
$844.48 
21.112 
4THSTEP 
1049.76 
26.244 
9TH STEP 
1177.72 
29.443 
5THSTE 
$870.32 
21.758 
5THSTE 
1075.24 
26.881 
' Time Intervals between steps -13 pay periods 
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Effective 5-09-05 "K" SALARY TABLE IBEW Local 1600 
Time and Merit Progression Schedule' of Weekly and Hourly Rates 
GROUP 
KE1 
KG2 
1ST STEP 
$514.44 
12,861 
586.32 
14.658 
6TH STEP 
713.92 
17.848 
2ND STEP 
$538.52 
13.463 
61040 
15,260 
7THSTEP 
741.80 
18.545 
3RD STEP 
$562.36 
14.059 
634.20 
15-855 
8TH STEP 
777.88 
19,447 
4TH STEP 
$586.32 
14.658 
660.04 
16.501 
9TH STEP 
813.64 
20.341 
5TH STEP 
$610,40 
15.260 
686.32 
17.158 
10TH STEP 
849.64 
21.241 
• Time Intervals between steps • 13 pay periods 
"AVERAGE" SALARY TABLE 
Represents the Mean of the Two Salary Table Groups Shown 
Time and Merit Progression Schedule* ol Weekly and Hourly Rates 
CROUP 
B43 
(Formally 
B14/13) 
B74 
{Formerly 
B17/14) 
1ST STEP 
$1152.04 
28-801 
1254.48 
31.362 
2ND STEP 
$1177.60 
29.440 
1279.96 
31.999 
3RD STEP 
$1203.20 
30.080 
1305.64 
32,641 
4TH STEP 
$1228,60 
30.715 
1331.12 
33.278 
5TH STEP 
$1254.32 
31.358 
1356.76 
33.919 
* Time Intervals between steps -13 pay periods 
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ffffectwe 5-09-05 MISCELLANEOUS SALARY TABLES IBEW Local 1600 
FOR INCUMBENTS ONLY 
WEEKLY/HOURLY RATES 
SALARY 
TABLE & 
GROUP 1ST STEP 2ND STEP 3RD STEP 4TH STEP 5TH STEP 6THSTEP 
C01 $717.16 
17.929 
COO (t) 767.96 318.96 644.48 896.04 947.28 
19.199 20.474 21.112 22.401 23.682 
014 957.64 
23.941 
H09 1126.32 
2B.15B 
{1} Time Intervals between stops • 13 pay periods 
Promotion from C01 to C03 is ID the first step of C03 
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EXHIBIT B 
REST PERIOD RULES & TABLE 
In accordance with Article IV, Section 5 of the Labor Agreement, 
(he following rules shall be applicable for determining "qualifica-
tions of eligibility" and "length of rest period". 
RULES: 
1. Employees must actually work a minimum of three (3) non-
scheduled overtime hours. 
2. When the number of non-scheduled hours worked and the 
time of the overtime completion are represented on the rest 
period table, .mathematical "rounding off" principles are ap-
plicable. 
3. All overtime hours worked during the twelve {12)-hour period 
prior to starling time is accumulative for purposes of deter-
mining total non-scheduled hours worked provided the sum 
of the non-scheduled hours worked equals or exceeds the 
three (3)-hour requirement as defined in Rule #1. 
4. For purposes of determining the time of the overtime comple-
tion: 
a. Starting time of the scheduled work hours is always uti-
lized if the work is not completed and/or the employee 
cannot be released at starting time. 
b. If more than one work period is involved, utilize the hour 
that the last work period ended. 
c. Travel time is not utilized in determining the time of over-
time completion. 
5. The rest period table is not applied to vacation days, holi-
days, paid personal time off and ST-days. 
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EXHIBIT B 
REST PERIOD TABLE 
ALL SCHEDULES 
_ 
CI 
LU 
1£ 
OL O 
CO 
O 
o 
UJ 
o 
UJ 
I 
o 
CO 
z 
O 
z 
3 Hours 
4 Hours 
5 Hours 
6 Hours 
7 Hours 
8 Hours 
9 Hours 
10 Hours 
or More 
TIME OVEflTIME IS COMPLETED 
7 Hours 
Before 
Starting 
Time 
6 Hours 
Before 
Starting 
Time 
D 
5 Hours 
Before 
Starting 
Time 
4 Hours 
Before 
Starting 
Time 
3 Hours 
Before 
Starting 
Time 
je Back Two |2) Hours 
After Starling Time 
Due Back In Time To Work Last 
Three (3) Hours Of Scheduled Hours 
2 Hours 
Before 
Starling 
Time 
1 Hour 
Before 
Starting 
Time 
Starting 
Time 
Work Four (4) Hours 
into Scheduled Hours 
Work Three (3) 
Hours into 
Scheduled Hours 
Ofl During 
All overtime tiours worked during the 12-hour period phor to starting time may be accumulated. 
EXHIBIT C 
TWO MEN ON A CALL-OUT 
In an effort to insure proper understanding as to the number of 
employees to be called out, the following guidelines are set forth 
and are established on a sunset to sunrise basis. 
A. CALL-OUTS WHERE TWO EMPLOYEES WILL BE DIS-
PATCHED FOR DISTRIBUTION LINE TROUBLE (Second man 
will be called from the applicable roster.) 
1. Fires of major proportions or where information indicated 
it is probable that a second man is needed to assist. 
2. Reports of broken poles pertaining to auto accidents, etc. 
3. Reports of wires down; reports of wires burning or spark-
ing. 
4. Severe driving conditions due to ice, snow or fog. 
5. When work to be done involves working directly on ener-
gized primary circuits. 
6. Primary line work that will have to be done in darkness 
(including patrolling). (See exceptions below.) 
7. "UD" distribution trouble. 
B. CALL-OUTS WHERE ONE EMPLOYEE WILL BE DIS-
PATCHED FOR DISTRIBUTION LINE TROUBLE 
1. No-light involving one customer or restricted block of cus-
tomers. (Normally performed by tap or transformer fuse 
replacements or closing of OCR.) 
2. Customer service complaint, such as flickering lights, volt-
age or partial service. 
3. Re-connects. 
4. Street light bulb replacement. 
5. Substation check. (Visual inspection, including load and 
voltage check.) 
6. Load or voltage check on lines. 
7. Switching. 
It is obvious that no set of rules can be written to cover all situa-
tions that may occur. The above rules are set forth as a guideline 
only. It will be the responsibility of the employee receiving the call-
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out to conscientiously assess the situation at hand and determine 
if an additional employee is required. 
Good judgment must also be used in responding to emergency 
situations which may require that the first man available proceed 
promptly while the second man, if required, will follow in a second 
vehicle. 
This item is concerned with call-outs only and should in no way 
restrict or change the present practices involving the work of em-
ployees in the Troubleman-FS or any other classifications. 
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EXHIBIT D 
NON-SUPERVISORY MOVING PLAN 
STATEMENT OF POLICY 
It is the intent of the Company's Non-Supervisory Moving Ex-
pense Policy to minimize the inconvenience and financial hardship 
for those employees who qualify under the provision of the Plan. 
To accomplish this, the Company will as specifically noted below 
(1) pay reasonable living or commuting expenses for a period ol up 
to 90 calendar days, during which arrangements can be completed 
by the employee to obtain new living quarters and accomplish the 
necessary disposition of the former living quarters; (2) pay the cost 
of moving the household effects when this is performed by profes-
sional movers; and (3) pay real estate commission fees for selling 
a presently owned residence when employees move at the request 
of the Company. 
ELIGIBILITY 
A. Employees must have a minimum of two (2) years' Company 
service unless they are being promoted in a progression line 
to a job with residence requirements in which case there is no 
minimum. 
LIVING, COMMUTING AND MOVING EXPENSES 
A. The following examples are situations where expenses will 
be paid in the manner so described; 
1. Promotions in a progression line to a different work loca-
tion. 
a. Job has residence requirement, or 
b. Job has no residence requirement and it is mutually 
agreed that it is in the best interest of both the em-
ployee and the Company to have the employee live in 
the general area ol his Job Headquarters. Company's 
decision will be made by the Labor Relations Depart-
ment to get uniformity. 
Living, commuting and moving expenses will be paid. 
2. Filling a "posted" job at a different work location. New job 
may be more, same or less pay. 
a. Job has residence requirement, or 
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b. Job has no residence requirement and it is mutually 
agreed that it is in the best interest of both the em-
ployee and the Company to have the employee live in 
the general area of his Job Headquarters. Company's 
decision will be made by the Labor Relations Depart-
ment to get uniformity. 
Living, commuting and moving expenses will be paid. 
3. Promoting in a progression line or filling a posted job at 
the same work location. 
a. Job has residence requirement, or 
b. Job has no residence requirement and it is mutually 
agreed that it is in the best interest of both the em-
ployee and the Company to have the employee live in 
the general area of his Job Headquarters. Company's 
decision will be made by the Labor Relations Depart-
ment to get uniformity. 
Only moving expenses will be paid. 
4. Job change due to: 
a. Displacement 
b. Disability 
c. Work relocation 
d. Management decision to return employee to former 
job during a probationary period of a new job. 
Living, commuting and moving expenses will be paid. 
In all of the above, it must be in the best interest of the 
employee and the Company to have the employee live 
in the general area of his new Job Headquarters. 
B. The following examples are situations where expenses will 
not be paid: 
1. Move is occasioned solely by the employee's desire or 
convenience such as a home in a different section of the 
same locality. 
2. When an employee asks for a change in work location, 
other than a posted job, and takes a demotion or lateral 
transfer in his own progression line. 
3. Where an employee is taking a posted job and he has 
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been reimbursed for moving expenses in the last two (2) 
years. 
4. Employee's job and work location is moved from one (1) 
location to another location in the same general commu-
nity. 
5. Moves of employees from one (1) Job Headquarters to 
another unless requested by the Company on a long-term 
basis. 
REAL ESTATE EXPENSES 
For all except A-2 and A-3 above, if the employee owns and 
resides in a home that must be sold to make a move to a new work 
location, the Company will pay the appropriate real estate commis-
sion fee if a realtor was utilized in selling the home. All other costs 
are the responsibility of the employee. 
DEFINITION OF A MOVING PERIOD 
Employees may elect to meet the residence requirement any 
time during the probationary period but no later than 90 calendar 
days after completing their probationary period unless an exten-
sion is granted. The 90 calendar day period for receiving living or 
commuting expenses will commence at the option ol the employee 
but no later than the completion of the probationary period. During 
this 90 calendar day period, employees have a daily choice of 
either "staying over" or "commuting." 
CESSATION OF LIVING/COMMUTING EXPENSES 
If employees are in the process of collecting living/commuting 
expenses and during this period elect not to relocate to take the 
position, expenses shall terminate immediately. 
If employees, in the process of collecting living/commuting ex-
penses, are declared unacceptable to meet the requirements of 
the job, they will continue to receive expenses until they can be 
returned. However, expenses shall not exceed the prescribed time 
as allowed in the Moving Expense Plan. 
EXTENSION OF MOVING PERIOD 
This Plan allows as much as a 90 calendar day extension be-
yond the original normal 90 calendar day period in cases where 
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the employee is (1) experiencing difficulty in disposing of an exist-
ing residence, (2) obtaining quarters at the new location or (3) is 
obligated to delay his move because of family circumstances. 
Where an employee is being held up on his move because of not 
being able to sell his home, the extension will only be granted if he 
can prove his "asking price" has been realistic. • If the employee 
requests, the Company will have independent local appraisals made 
at its expense. 
If an employee has not moved his personal possessions within 
the moving period for which he is allowed living expenses, he will 
have his mover's bills paid at such time when he actually moves, 
provided the move is made within one (1) year from the date he 
reports to his new job. 
Likewise, if he has not sold his home during the period for which 
he is allowed living expenses, and subsequently sells his home 
within a year from the date he reports to his new job, the real estate 
commission fee, if applicable, will be paid by the Company. 
In considering if an extension is warranted, it must be ascer-
tained to the satisfaction of the employee's supervisor that real ef-
forts are being made to effect the move and that there is a conse-
quent real need for the extension. The principle of extension is 
never to grant more days than needed. There may be several ex-
tensions, but the total of such extension is not to exceed 90 calen-
dar days, which, with the original 90 calendar day period, would 
result in a final limit of 180 calendar days. 
BASIS FOR HANDLING MOVING EXPENSES 
The following "ground rules" will be applied: 
1 - Staying Over - Motel expenses and meals will be paid on a 
reasonablQ out-of-pocket basis. Weekly Round-Trip Home -
Mileage allowance covering one (1) round-trip per week at 
the rate specified in the Labor Agreement. 
2. Commuting Daily - Mileage allowance as specified in the 
Labor Agreement. 
3. Familiarization Allowance - If an employee elects not to move 
and decides to commute on a continuing basis, his transpor-
tation will be paid for a period of two (2) weeks to enable him 
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to familiarize himself with his new work location. 
4. Selection of Mover - The employee must contact the Traffic 
Section of the Procurement Department, Allentown, to ar-
range for a reputable freight carrier to transport the personal 
household items ot the employee and his/her family. The bill 
should be made out to PPL and it will be paid directly to the 
mover. 
5. Realtor Fee - Since the realtor fee is payable at the time of 
settlement, the employee may elect to pay this fee at this 
time and be reimbursed for these expenses, or may request 
that a check from the Company be prepared, payable to 
the realtor, for the appropriate fee. 
6. Appraisals - To assure that the employee is getting the true 
value for his home, and at the same time assuring that the 
employee's asking price is realistic, a competent and impar-
tial appraisal should be obtained no later than two (2) weeks 
after the effective date the employee reports to his new work 
location. If the employee is agreeable, the Company will have 
independent appraisals made at its expense. 
7. Tax Rulings - Under present law, regulations and interpreta-
tions, the Company is required to withhold Federal and State 
Income Taxes from certain items reimbursed under this policy. 
These items are subject to withholding at the time of pay-
ment and must be reported as part of the total wages shown 
on the annual W-2 form furnished to the employee. To help 
offset the additional Social Security Tax, Federal and State 
Income Taxes as a result of relocation, the Company will 
provide tax offset provisions (gross-up) for taxable items cov-
ered under this exhibit. 
8. Employee's Responsibility - The employee who is eligible lor 
reimbursement for expenses under this policy should carry 
out his plans and arrangements to move in a manner which 
will keep his related expenses to a reasonable minimum and 
at the same level as if he were incurring all such expenses 
for his own personal account. 
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EXHIBIT E 
TEMPORARY WORK ASSIGNMENTS AND TRAINING ASSIGNMENTS 
WITHIN THE SERVICE TERRITORY 
LENGTH OF 
ASSIGNMENT-
One-way Mites 
From Home To 
Assignment 
Commute-
Stay 
ONEDAY 
Less than 70 miles 
IRS mileage rate (4) 
excluding miles of 
normal commute (max. 
of 30 miles each way) 
(D(3) 
70 miles or more 
IRS mileage rate (4) 
excluding miles of 
normal commute (max. 
of 30 miles each way) 
Time for 1 round trip. 
0H3) 
MORE THAN ONE DAY 
Less than 70 miles 70 miles or more 
IRS mileage rale (4) excluding miles 
of normal commute (max. of 30 
miles each way) 
(DO) 
Per Diem Allowance 
(D (2) 
2. 
All compensable mileage measured from empioyee's home to the temporary work headquarters or training location minus the 
distance from his home to his regular work location (maximum of 30 miles each way). 
For work assignments, per diem allowance for each work day of the assignment. For training assignments, per diem allowance for each 
day of the assignment, plus one round trip per week, time and mileage. For allowance amounts refer to Article VIII, Section 6 (B) 
For training, mrleage expense is not applicable to passengers or if Company offers transportation. 
Mileage expense is not applicable to passengers ov if Compare ofiers transportation. Those emptoyees car pooling will receive 
mileage expense from their home to a reasonable meeting point (excluding miles of normal commute - max. of 30 miles each way) In 
no case will the reimbursement to the car poolers exceed the reimbursement had they driven the entire distance to the temmrarv 
assignment or training location. . 
Refer to Article VIII, Section 6 (F). 
EXHIBIT F 
TEMPORARY CHANGE IN WORKING 
HOURS-SUBSTITUTION 
To understand this provision, each situation must be addressed 
individually. This Exhibit separates Substitution from Temporary 
Change in Schedule. 
1. SUBSTITUTION FOR EMPLOYEE WHO IS OFF DUTY 
a. When notification of a schedule change occurs after the be-
ginning of the work week in which the substitution is to occur, 
only the working hours of the substituting employee will be 
changed, not the ST-days. 
b. When notification ol a schedule change occurs before the 
beginning of the work week in which the substitution is to 
occur, or the substitution continues beyond the end of a work 
week, the work schedule of the substituting employee will 
. become that of the relieved employee. 
• In 1{a) in accordance with Article IV, Section 4, Paragraph A (2), 
since the notification of the substitution occurred after the start ol 
the work week in which the substitution is to occur, the substituting 
employee would receive 1 VfeX for the first change of working hours 
on the first W-day and the employee's ST-days for that week would 
not be changed. 
In 1 (b) since notification of the substitution occurred before the 
start of the work week in which the substitution is to occur, the 
substituting employee would assume the schedule of the relieved 
employee. 
Therefore, in 1(b) if the employee is notified before quitting time 
of his last W-day of the preceding work week, premium pay lor the 
change is not applicable. However, if he is notified after quitting 
time ol his last W-day of the preceding week but before the start ol 
the work week, premium pay for the first change is applicable and 
he would assume the shift of the relieved employee. 
When this occurs, (both 1 (a) and 1 (b)) - since it becomes in fact 
a substitution, the employee is relieved of his original shift assign-
ment, therefore, meal allowances or rest periods which could be 
associated with the employee's original shiftare not applicable. For 
substitution purposes, the meal allowance is applicable when: 
174 
1. An employee is called out for substitution purposes on his 
ST-day or 
2. An employee is called out to substitute for split shift opera-
tion in which case the employee would retain the responsibil-
ity for his originally scheduled shift. 
Utility classifications and operators or employees on extra duty 
assignments were specifically established to provide substitution 
for time off requests such as vacation, sickness and personal time 
off. Since these requests can be for less than a full week's dura-
tion, it is possible for a utility employee to provide substitution for 
more than one employee in any one work week. In order to provide 
this multiple substitution, it is not practical to assign the utility em-
ployee the ST-days of one of the employees for whom the substitu-
tion is being provided. In such cases the ST-days are assigned as 
necessary to allow the maximum substitution. In many instances, 
due to time off requests, these employees' schedules cannot be 
determined until the week preceding the workweek and, therefore, 
schedules are posted forty-eight (48) hours prior to the work week 
in accordance with Article IV, Section 3D. Subsequent changes for 
substitution after the forty-eight (48)-hour notice are governed by 
1 (a) on page 1 of this Exhibit. 
It must be remembered that substitution may have to occur with 
a minimum of notification, however, this in practically all cases is 
beyond the control of the Company. 
2. TEMPORARY CHANGE OF SCHEDULE 
Temporary change of schedules (Article IV, Section 3, Paragraphs 
A (2) and (3)) occur as a result of the necessity to complete work 
on equipment that must be taken out of service and the work must 
be done outside normal working hours. This could include sched-
uled overhaul of equipment or unforeseen breakdown of equipment. 
In addition, in accordance with Paragraph (3) it may occur as a 
result of scheduling an employee to attend Company training schools 
or programs. 
Excluding Paragraph (3), when this occurs, only the working hours 
of the employee's W-days will be changed, not the ST-days. An 
exception here is equipment outages that have a direct effect an 
the operating capacity of power generating stations as specified in 
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the Labor Agreement where employee's ST-days may be changed. 
Article IV, Section 4, Paragraph (3) provides pay at 1VfeX for the 
first eight (8) hours working on a temporarily changed schedule. 
Should this occur on the employee's ST-day, since the employee is 
already receiving premium pay, he would not be entitled to pre-
mium pay on the first W-day. In addition, if an employee has al-
ready been credited for a normal work shift for the day (i.e., worked 
or rest period) and is informed and incurs the initial change of shift 
as supplemental overtime on the same day, since he is already 
receiving premium overtime pay il would not in effect carry over to 
the next W-day. If the employee has already supplied one meal for 
the day in question, the Company will assume the additional meal 
entitlements. If the employee has not supplied a meal, he is re-
sponsible for the first meal as spelled out in Article VIII, Section 5, 
Paragraph A. In any case, if eligible, the employee is entitled to 
shift differential for the change of shift and work rules applying to 
shift workers become applicable. 
On prearranged equipment outages and attendance at schools 
or training programs, since schedules are known in advance, the 
employee is usually notified well in advance of the change. On pre-
arranged equipment outages, regardless of length of notification, 
the employee receives premium pay for the first eight (8)-hour 
change and is relieved of all responsibilities of his originally sched-
uled shift. In the case of attendance at schools or training programs, 
if the employee is notified forty-eight (48) hours before the begin-
ning of the work week, overtime for a temporary change in work 
schedule will not apply. However, if notified less than forty-eight 
(48) hours before the beginning of the work week, the overtime will 
apply. 
Unscheduled equipment outages or breakdowns are unpredict-
able and advance notification many times is impossible. In any event, 
once the employee is notified that his normal shift is changed, he is 
relieved of all responsibilities for his original shift. Premium pay will 
apply to the first eight (8}-hour change and allowances such as 
meal allowances and rest period for his original shift are not appli-
cable. 
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EXHIBIT G 
CHILD CARE, PERSONAL, AND 
MEDICAL LEAVE OF ABSENCE 
A. CHILD CARE 
1. All employees, who have worked twelve (12) months and at 
least 1,250 hours in the previous twelve (12)-month period 
will be eligible for an unpaid child care leave of absence un-
der the following conditions: 
a. Adoptive and natural parents will be eligible for a leave of 
absence up to a maximum of 52 weeks. 
b. Employees accepting a child for foster care will be eli-
gible for a leave of absence up to a maximum of 12 weeks. 
c. The child care leave must be taken within 12 months of 
the birth of !he child or placement of the child in the 
employee's custody. 
d. In the case of the natural mother, the leave of absence 
commences with the birth of the child for calculation of 
the duration of the leave. 
e. Employees will request and the Company will approve all 
requests for child care leave of absence-
f. A written request to take a child care leave including the 
duration of the leave shall be submitted to the employee's 
supervisor: 
(1) In the case of the natural mother, who intends to take 
a leave of absence immediately upon the doctor's cer-
tification that she is able to return to work, notification 
will be submitted as soon as possible but no later than 
the date that the doctor certifies that she is able to 
. return to work. 
. (2) In all other cases, notification will be submitted at least 
30 days before the date the leave is to begin or as 
soon as practicable where the need for leave is not 
foreseeable. 
g. Employees may request to take an intermittent leave or a 
reduced leave schedule to reduce their usual number of 
hours per day or days per week worked. This leave shall 
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not exceed twelve (12) weeks and the Company has the 
sole and exclusive right to grant or deny the request. The 
Company may temporarily assign an employee who is on 
intermittent/reduced schedule leave to an available alter-
native position, without loss of pay for time worked, if the 
employee is qualified for the position and it better accom-
modates the recurring periods of leave than the 
employee's permanent position. 
h. When the child care leave of absence is granted, the 
employee's supervisor shall make arrangements to fill the 
employee's job with a temporary or permanent replace-
ment depending on the intended leave. The vacancy will 
be handled in accordance with the existing rules appli-
cable to temporary or permanent replacements. 
i. Employee requests to return to work in advance of their 
scheduled date will be approved at the discretion of the 
Company. 
j . The employee's current health benefits (Hospital, Medi-
cal and Surgical Insurance, Major Medical and Dental 
Assistance), at no cost to the employee, will be continued 
during the leave but shall not exceed twelve (12) weeks. 
However, HMO subscribers or employees paying spou-
sal premiums are required to make contributions at the 
same level as before the leave began. Health care cover-
ages at the level the employee had at the time of leave 
may be extended beyond the twelve (12) weeks if the 
employee pays the Company's cost for the duration of 
the unpaid leave. 
(1) Female employees, who are on extended illness due 
to pregnancy and childbirth, will have this time included 
in the twelve (12) week maximum for Company-paid 
health care coverage. 
(2) If employees are married to each other and request a 
child care leave, their total combined entitlement for 
Company-paid health care coverage cannot exceed 
twelve (12) weeks. 
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(3) The twelve (12) week entitlement of Company-paid 
health care coverage is renewed at the end of each 
pay period year and is not cumulative nor does any 
unused portion get carried over from year to year. 
Rights Upon Reinstatement 
a. Employees who are granted a child care leave of absence 
up to twenty-six (26) weeks, upon return to the Company 
will be reinstated to the same job, work location and rate 
of pay that they held prior to the child care leave of ab-
sence. 
b. Employees who are granted a child care leave of absence 
from twenty-six (26) weeks up to fifty-two (52) weeks, upon 
return to the Company, will be reinstated to a job at their 
former work location when an opening is available. If no 
opening is available at that work location, the employee 
will be considered for the first available job opening. Upon 
reinstatement, the employee will receive the rate of pay 
applicable to that job. However, the employee will have a 
commitment to the first job vacancy in the employee's 
former job classification at his/her work location. Employ-
ees will lose this commitment if they voluntarily change 
jobs before the commitment is fulfilled. Employees who 
refuse a vacancy offered by the Company at the termina-
tion of the child care leave of absence will be considered 
to have resigned. 
c. Female employees, who are on extended illness due to 
pregnancy and childbirth and decide to return to work 
immediately upon certification by their doctor that they 
are no longer disabled, will be entitled to reinstatement in 
accordance with the policy on extended illness due to ma-
ternity. Their vacation, wage increases and other benefits 
will be handled under the existing policies. Female em-
ployees who are granted a child care leave are required 
to submit to their supervisor a certification from their doc-
tor at the end of their disability. 
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B. MEDICAL LEAVE 
1. All employees, who have worked twelve (12) months and at 
least 1,250 hours in the previous twelve (12)-month period 
are eligible (or an unpaid medical leave of absence up to a 
maximum of twelve (12) weeks during any pay period year 
. under the following conditions: 
a. Employees will be eligible for leave in the case of a seri-
ous health condition for themselves or to care for a spouse, 
child or parent with a serious health condition. Parent-in-
law is not included. 
b. A written request to take a medical leave, including writ-
ten medical certification from the patient's health care 
provider describing the illness, amount of time needed, 
and the medical necessity for such a leave, shall be sub-
mitted to the employee's supervisor at least thirty (30) 
days before the date the leave is to begin or as soon as 
practicable where the need for leave is not foreseeable. 
c. In situations where the Company has reason to question 
the validity of the medical certification, the employee will 
be required to obtain a second opinion from a Company 
designated health care provider at Company expense. If 
the opinions of the employee's and Company's designated 
health care providers differ, the Company may require the 
employee to obtain medical certification from a third health 
care provider, again at Company expense. The third health 
care provider must be approved jointly by the employee 
and the Company and this third opinion shall be final and 
binding. 
d. Employees whose time off in excess of ten (10) consecu-
tive days is charged to sickness, whether paid or unpaid, 
may have this time applied toward the twelve (12) week 
leave allotment. 
e. Employee requests for an intermittent leave or a reduced 
leave schedule to reduce their usual number of hours per 
day or days per week worked, not to exceed twelve (12) 
weeks, shall be granted whenever medically necessary. 
The Company may temporarily assign an employee who 
is on intermittent/reduced leave to an available alterna-
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tive positron, without loss of pay for time worked, if the 
employee is qualified tor the position and it better accom-
modates, the recurring periods of leave than the 
employee's permanent position. 
f. When the medical leave of absence is-granted, the 
employee's supervisor shall make arrangements to fill the 
employee's job with a temporary or permanent.replace-
ment depending on the intended duration of the leave. 
The vacancy will be handled in accordance with the exist-
•• rng rules applicable to temporary or permanent replace-
ments. 
g. If employees are married to each other, and request a 
leave to: - ' . . . , 
. • care for a spouse or child with a serious health condi-
tion, each employee.'s leave cannot exceed twelve (12) 
. weeks. 
, • care for an employee's parent(sVwith a serious health 
condition, the total combined leave for both employees 
cannot exceed twelve (12) weeks. Providing care for a 
- parent-in-law is not applicable. 
Example: Employee A takes a six (6) week leave to care for his 
ill mother, therefore, Employee B has only six (6) weeks leave avail-
able to care for her father. 
f - h."Current health benefits (Hospital, Medical and Surgical 
Insurance; Major Medical and Dental Assistance), at no 
:
 ' cost to the employee, will be continued during the leave 
' but shall not exceed twelve (12) weeks. However, HMO 
subscribers or employees paying spousal premiums are 
required to make contributions at the same level as 
before the leave began. 
(1) The twelve (12) week entitlement of Company-paid 
health care coverage is renewed at the end of each 
pay period year and is not cumulative nor does any 
unused portion get carried over from year to year. 
2. Rights Upon Reinstatement 
a. Employees will return to the same job, work location 
and rate of pay they held prior to the medical leave of 
absence. 
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C. PERSONALLEAVE 
1. All employees who have completed four (4) years of Com-
pany service will be eligible for an unpaid personal leave of 
absence o( not less than four (4) weeks and up to a maxi-
mum of thirteen (13) weeks for any personal reason deemed 
appropriate by the Company with consideration given to im-
pact on the work force and cost to the Company, under the 
following conditions: 
a. The leave of absence will be granted for a period of not 
less than four (4) weeks with an additional week for every 
full year of Company service over four (4). years and up to 
a maximum of thirteen (13) weeks. 
b. The employee will be reinstated to the same job, progres-
sion line, work location, and rate of pay that they held 
prior to taking a personal leave of absence. 
c. Exclusive of child care, political, medical and Union leaves, 
an employee will not be granted a personal leave of ab-
sence more than once every five (5) years. 
2. A written request to take a personal leaveof absence and 
the duration of the leave shall be given to the employee's 
supervisor as soon as possible in advance of the date of the 
commencement of personal leave bu! no later than three (3) 
months before that date. 
a. The request must be approved by the Department Head 
and the Director-Labor Relations. The Company has the 
sole and exclusive right to grant or deny the request. This 
decision will not be subject to Article III of the Labor Agree-
ment. 
b. If the request lor leave of absence is approved, the su-
pervisor will make arrangements to fill the employee's job 
with a temporary replacement in accordance with exist-
ing rules. 
c. Employee requests to return to work in advance of their 
scheduled date will be approved at the discretion of the 
Company. 
d. If an employee does not return at the end of the leave of 
absence, the employee will be considered to have re-
signed. 
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3. Requests for personal leaves of absence for extreme hard-
ships which do not meet the conditions outlined in this Sec-
tion will be reviewed by the Company and the Union on a 
case by cas« basis. Approvals or disapprovals of such re-
quests will be mutually agreed upon by the.parties. 
D. CONDITIONS APPLICABLE TO CHILD CARE, MEDICAL AND 
PERSONAL LEAVE OF ABSENCE 
1. While on leave of absence employees cannot work for an-
other employer or become self-employed without the approval 
of the Company. Employees who work for another employer 
or become self-employed without Company approval will be 
considered to have resigned. 
2. It will be the employee's responsibility to contact the offices 
of Local Union 1600, IBEW, regarding payment of Union dues 
during their leave of absence. 
' 3. Job seniority will not accrue during the period of the leave of 
absence except for any time period that employees may be 
eligible for sick pay; and upon return to the Company, the 
employee's job seniority will be adjusted to reflect the amount 
of time the employee was on the leave of absence. 
4. Employees on leave of absence will not be considered for 
promotional opportunities and are not eligible to bid on any 
vacancies that occur during the leave of absence. 
5. Benefits, Vacations, Wage Increases 
a. Benefits - Except.as provided in Section A, Paragraph j 
and Section B, Paragraph h above, coverage (Group Life 
Insurance, Hospital, Medical and Surgical Insurance, 
Major Medical, Dental Assistance and Long Term Disabil-
ity) in the amount the employees had at the time ol the 
leave may be retained by the employees paying the 
Company's full composite cost for the duration of the leave. 
b. Retirement - Employees on leave of absence will have 
their participation in the Retirement Plan suspended until 
their return to active employment. Upon return, the em-
ployee will have the opportunity to make payments equal 
to the full costs including interest in order to make them-
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selves whole for the duration of the leave of absence. 
Employees who do not return to the Company will partici-
pate in the usual vesting provisions available under the 
credited service requirements of the Plan. 
c. Vacation - Prior to a child care or medical leave of ab-
sence in excess of 12 weeks or a personal leave of ab-
sence of any duration, an employee must utilize all ex-
cept five (5) days of remaining vacation entitlement, ei-
ther as time off or payment for remaining entitlement. 
Upon return to work, vacation entitlement will be prorated on the 
basis of actual time worked by the employee in the previous year 
and the year he/she returns and added to any allowance the em-
ployee elected to retain when commencing the leave of absence. 
These allowances may be scheduled two (2) pay periods alter rein-
statement. Proration is not applicable to any time period that em-
ployees are eligible for sick pay and will only be applied for leaves 
in excess of two (2) weeks. 
Example 1: An employee whose normal vacation entitlement is 
fifteen (15) days takes a child care leave commencing September 
1, 1991 retaining three (3) days of vacation. The leave terminates 
March 1, 1992. When the employee returned he/she will have 
worked 8/12 of 1991 and will work 10/12 of 1992. Therefore, in 
1992 the employee would receive 8/12 of his/her vacation entitle-
ment or ten (10) working days (rounded to the closest whole day) 
plus the three (3) retained vacation days. These vacation days may 
be scheduled after April 1,1992. In 1993, the employee would re-
ceive 10/12 of his/her vacation entitlement which is thirteen (13) 
days. 
Example 2: An employee whose total vacation entitlement is 96 
hours is granted a paternal intermittent child care leave without pay 
encompassing twelve (12) full weeks (3 months) in 1994. When 
determining the succeeding year's vacation allowance, the employee 
would receive 9/12 of the 96 hours vacation entitlement totaling 72 
hours of available 1995 vacation time. 
d. Mini-Vacation - Employees will not be required to utilize 
mini-vacation prior to leave of absence. Upon their re-
turn, employees will be eligible to use any mini-vacation 
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that was not utilized prior to going on leave of absence, 
and will be eligible for any additional mini-vacation in ac-
cordance with Article VIII, Section 2, Paragraph B. 
e. Wage increases 
(1) Step increases for employees who return to work will 
be postponed for a corresponding period o1 time in 
accordance with Article VI, Section 5, Paragraph I of 
the Labor Agreement. 
(2) General wage increases for employees will be deferred 
until the employee returns to work. Employees who 
are reinstated to a lower position than that which they 
held prior to leaving will receive the general wage in-
crease applicable to that job. 
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EXHiBrrH 
CUMULATIVE OVERTIME PROCEDURES 
1. Whenever necessary, the Company will maintain rosters of 
certain employees likely to be called and will select from these 
rasters such employees as are needed on a cumulative over-
time basis by job classification. 
2. Overtime will be assigned with an attempt to equalize the 
opportunity lor overtime by job classification at a work loca-
tion. 
3. Separate rosters will be maintained for call-out and prear-
ranged overtime. Equalization of overtime for call-out and 
prearranged work will be separate. 
4. lr\ areas of the Company where calls involving overtime are 
not the responsibility of the Customer Service Representa-
tive Shift, the appropriate supervisor initiating the calls shall 
be responsible for administering the provisions of this Ex-
hibit. 
5. Total call-out overtime hours contiguous to an employee's 
regular shift (before or after) which exceed two (2) hours will 
be charged to the cumulative overtime call-out roster. The 
supervisor will inform the Customer Service Representative 
Shift as soon as possible after the overtime work is com-
pleted so lhe cumulative call-out roster can be adjusted ac-
cordingly. 
6. Employees will be charged for time worked or time offered. 
Time offered includes situations such as, employee is not 
available for work; there is no answer; telephone line is busy; 
employee isn't home; employee reports sick after having 
worked his regular shift. In these cases, time offered will be 
chargeable for any call-outs up to the employee's normal 
starting time the next day. 
7. The amount of time charged to a person is determined by 
the number of hours worked by the employee who responds 
to the call or works the prearranged job. 
8. For vacation and sickness purposes, it will be the employee's 
responsibility to inform the supervisor and the party respon-
sible for initiating the call (in most cases the Customer Ser-
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vice Representative Shift) when the employee should be 
taken off and put back on the roster. If the employee fails to 
do so, he will be considered as available for overtime work 
and charged accordingly. In cases where an employee is 
unavailable to notify the Customer Service Representative 
Shift (i.e. hospitalized, etc.), the supervisor will inform the 
Customer Service Representative Shift of the employee's 
unavailability on behalf of the employee and will so inform 
the employee. However, when the employee is again avail-
able, it will be (he employee's responsibility to initiate the 
appropriate notification. 
9. Employees entering a progression line or promoting into a 
higher classification will be assigned the amount of overtime 
equal to the average overtime of the employees in that clas-
sification. 
10. Normally, the person called/assigned first is the person with 
. the least amount of overtime, providing continuity of work is 
not adversely impacted by a work unit change, or unless the 
' skills necessary are not available; or in cases of extreme 
emergency. In these situations, it is necessary to inform the 
bypassed employee of such action giving reasons for the 
bypass. Bypassed employees and employees who are inad-
vertently missed will have the opportunity to equalize the 
overtime by remaining low person on the cumulative over-
time list. While the Company cannot assure complete equal-
ization of overtime, periodic review between the appropriate 
Steward and the responsible supervisor should provide as-
surance that the effort is being made to the extent possible. 
11. The can-out roster will be updated on a daily basis and the 
prearranged roster will be updated per prearranged job. The 
Customer Service Representative Shift will provide current 
reports to the field locations. 
12. It is understood by the parties that the clerical responsibili-
ties for the call-out roster maintenance will have no effect on 
the Customer Service Representative Shift's rate of pay. 
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EXHIBIT I 
JOB CHANGE REQUESTS FOR ENTRY LEVEL 
OFFICE JOBS CONCEPT POSITIONS 
in accordance with Article V, Section 2, Paragraph M of the Labor 
Agreement the jobs of Steno/Clerk-Entry, Customer Service Clerk, 
Operator-Printing Services, Assistant Operator-Office Services, Mail 
Cterk, Enrollment/Billing Clerk, and Clerk-Cash Receipts will be 
filled by newly hired employees. However, employees may request 
a job change to one of these positions. If such requests are submit-
ted prior to the vacancy, employees shall be considered on the 
following basis betore hiring from the street, provided they rneet the 
minimum entry requirements for the position. 
1. Requests from employees in the same progression line in 
the same division* il qualified and performing satisfactorily in 
existing position. 
2. Requests from employees in other OJC progression lines in 
the same division* if qualified and performing satisfactorily in 
existing position. 
3. Requests from employees in OJC progression lines from 
other divisions* if qualified and performing satisfactorily in 
existing position. 
4. Requests from employees in progression lines outside the 
OJC in the same division* if qualified (for every third vacancy 
only provided none of the above requests are on record). 
5. Requests Irom employees in progression lines outside the 
OJC outside the division" if qualified (for every third vacancy 
only) provided there are no requests on record as cited in 
(1), (2) and (3) above. 
N OTE: Requests to de mote to the entry level job within the same 
progression line will be considered along with transfer 
requests in accordance with Article V, Section 2, Para-
graph K (5). Examples of the aforementioned process are 
described in the Office Jobs Concept Administrative Pro-
cedures dated June 25, 1985. 
'The designation of divisions also includes power plants and 
General Office. 
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EXHIBIT J 
RESIDENCE REQUIREMENTS 
As an electric utility providing an essential service to a public 
which is rapidly becoming even more dependent upon our service, 
we recognize our responsibility to provide such service with the 
highest possible degree of continuity. 
Although much can be and has been done to meet this respon-
sibility by the installation of modern facilities, in the final analysis it 
can only be fully accomplished by having sufficient numbers of key 
personnel available to report for duty rapidly when emergency con-
ditions arise. 
STATEMENT OF POLICY 
All jobs designated in Article IV, Section 7 of the Labor Agree-
ment have residence requirements and as such will be governed 
by the following statements: 
1. The residence requirement in accordance with Article IV, 
Section 7, Paragraphs A and B stipulates employees must 
live within thirty (30) miles' driving distance between home 
and their Job Headquarters. Distance is defined as the mile-
age driven on the most commonly used roads. 
2. All new employees and all employees in jobs that are not 
designated as having a residence requirement, who wish to 
be considered for jobs which are designated as having resi-
dence requirement, must agree to move to a location within 
the prescribed requirements to the Job Headquarters or for-
feit the right to be considered. 
3. Employees who are incumbents in a line of progression and 
are assigned to a Job Headquarters as ol the date of this 
Agreement and whose jobs will now have a residence re-
quirement will not be asked to move to retain their present 
job and will be considered for any future promotions in that 
line of progression at that particular Job Headquarters. How-
ever, should these employees desire to be considered for 
promotions or transfers in other lines of progression or other 
work locations within their present fine of progression, they 
will then be expected to meet the residence requirement of 
that job. For example, a Journeyman Lineman is assigned to 
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a Job Headquarters "A" and his home is beyond the pre-
scribed travel limitations. He need not move to retain his 
present job and he will be considered for any future promo-
tion at Job Headquarters "A". However, should a promotion 
become available to him at any other work location, he must 
then agree to meet the residence requirements of that job. In 
addition to the above, if employees decide to relocate their 
residence while in their incumbent position, they will be re-
quired to comply with the residence requirement. Incumbent 
employees with residency waivers will continue under those 
waivers. 
4. Any employee who has agreed to move as a condition for 
placement in a job who subsequently refuses to honor his 
commitment shall be demoted or transferred to a job not 
having a residence requirement. 
5. Employees who are handled under the placement process 
will not be required to move to accept a job with residence 
requirements. However, such employees will be subject to 
the uniform residence requirement outlined above if they sub-
sequently bid into jobs shown as having such a requirement. 
6. In addition, if the Company establishes a new Job Head-
quarters either through consolidation of facilities or by build-
ing new headquarters, employees whose jobs have residence 
requirements will not be subject to the new requirements as 
long as they continue to work at the new headquarters. 
7. It will be the joint responsibility of the employee and his su-
pervisor to see that the provisions of the uniform residence 
requirements are maintained. However, disputes regarding 
the interpretation of the residence requirement will be resolved 
by the Local Chief Steward and the supervisor involved. 
8. It will not be mandatory that employees be required to move 
during the probationary period of their new job. They will, 
however, be required to conform to the provision of this policy 
within 90 days after the probationary period ends, unless an 
extension is granted by mutual agreement due to extenuat-
ing circumstances. 
9. The Non-Supervisory Moving Plan (Exhibit D) will apply. 
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EXHIBIT K 
SUSQUEHANNA S.E.S. 
SECURITY SCREENING ACCESS 
AUTHORIZATION PROGRAM 
The Nuclear Regulatory Commission requires Nuclear Power 
Plant Licensees to have personnel security programs that are in 
conformance with 10 CFR 73.56 Personnel Access Authorization 
Requirements for Nuclear Power Plants. In compliance with this, 
the Company has developed an Access Authorization Program for 
employees who will work at Susquehanna SES or who will be in-
volved with Susquehanna SES in any way. The program involves a 
screening process consisting of a background check and psycho-
logical evaluation which has been described in full to the Union. 
Any changes to this program will be discussed with Local Union 
1600 before they are effective and the Union will receive copies of 
the Fitness For Duty Manual (FFD) and the Site Access Program 
Manual (SAPM) and be kept informed of any proposed changes. 
Therefore, the Company and Union agree upon the following with 
regard to non-supervisory employees: 
I. Confidentiality of all information obtained during the security 
screening process will be protected as described in the "Site 
Access Program Manual." Neither the employee's supervi-
sor nor the employee's Union representatives will have ac-
cess to this information unless the employee gives express 
written authorization to the Site Access Services Supervisor 
to release the information to the individual or individuals stated 
in the authorization. 
II. Access authorization processing will be accomplished in ac-
cordance with the "Site Access Program Manual." The Local 
Union will be notified when a determination is made with re-
gard to the denial of access for one of their members. 
III. As part of every job posting for positions at Susquehanna 
SES or for positions that are involved with the Plant, there is 
a statement in bold print at the top of the posting notifying 
candidates that they will be subject to security screening and 
will be required to obtain unescorted access authorization in 
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order to remain at Susquehanna. During employment inter-
views, the individuals are advised that they may be subjected 
to a background check and psychological evaluation for the 
purpose of determining eligibility for unescorted access au-
thorization, and are asked to sign written authorization to this 
effect. If an individual refuses to sign such an authorization, 
he/she will not be considered for employment with the Com-
pany. 
IV. In accordance with Article II, Section 3 of this Agreement 
employees hired prior to September 27, 1976 are subject to 
the following security screening guidelines: 
A. Employees who agree to access authorization screening 
and are granted unescorted access as described in the 
Site Access Program Manual will be able to remain in 
their present position at Susquehanna SES; or will be eli-
gible for work at Susquehanna on a temporary basis or 
permanent basis. This also applies to employees who will 
be involved with Susquehanna, but are not necessarily 
required to work at the Nuclear Plant. 
B. For all employees who agree to access authorization 
screening but are denied unescorted access (denials) or 
employees who refuse to give authorization (or screening 
(refusals), and employees whose unescorted access has 
been revoked (revocation) the following will apply: 
(1) A committee of representatives of Union and Man-
agement will be established to handle denials and 
refusals. The name of the committee will be the 
Susquehanna SES Access Authorization Committee. 
The make up of the Committee shall consist of two 
members designated by the Union and two members 
designated by Management. A fifth and impartial mem-
ber will be selected and utilized by both parties as 
necessary. 
(2) In the case of denials: 
(a) For an employee presently working in a position 
at Susquehanna, or involved with the Plant, the 
Committee will determine where the employee 
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should be placed. This will be dependent upon 
such factors including but not limited to job va-
cancies, employee's present and former position 
and the employee's work record. Anything uncov-
ered in the access authorization screening pro-
cess will not be made known to the Committee 
handling the employee involved. The decision 
made by the Committee will be final and binding 
and not subject to Article III of the Labor Agree-
ment. 
(b) For present employees who may be needed for 
work at Susquehanna on a temporary basis, al-
though these individuals will not be able to be sent 
to Susquehanna they will be used for assignments 
at other locations. 
(3) In the case of refusals: 
(a) The employee will be required to provide the Com-
pany with a written statement that he/she has re-
fused to participate in the access authorization 
screening process. A copy of this statement will 
be sent to the Local Union Office. 
(b) The employee will be advised that upon his/her 
refusal, the employee has a right to have the Com-
mittee review his/her refusal. 
(i) If the employee asks for a review, the Commit-
tee will review the facts and make a finding as 
to the validity of the employee's refusal and 
the action to be taken. If the Committee 
reaches agreement, this determination will be 
final and binding and not subject to Article III 
of the Labor Agreement. If the Committee can-
not reach agreement, it will submit the case to 
a mutually agreed upon arbitrator, the fifth 
member of the Committee as specified above. 
The arbitrator's decision will be final and bind-
ing and will not be subject to Article III of the 
Labor Agreement. 
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(ii) If the employee decides not to go before the 
Committee, the Company will weigh the facts 
and then unilaterally take a position with re-
gard to the person's employment status. This 
determination will be subject to Article III of the 
Labor Agreement. 
(4) In the case of revocation: 
(a) In addition to the appeal process in the Access 
Processing Manual and the Labor Agreement, any 
matters pertaining to revocation and subsequent 
placement ol an employee will be resolved by the 
President-Financial Secretary of the Local and the 
Vice President-Human Resources. 
V. In accordance with Article II, Section 3 of this Agreement 
employees hired after September 27, 1976 will be required 
to participate in the access authorization screening process. 
They will be subject to the conditions in IV B (2) (a) and (b) of 
this Exhibit. The Company shall maintain the sole and exclu-
sive right to determine the employment status of employees 
refusing to enter the Program and Article III of this Labor 
Agreement shall not apply. 
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EXHIBIT L 
LONG TERM DISABILITY 
CONDITIONS OF RETURN 
The following guidelines are applicable to employees on 
Long Term Disability. 
A. When it is.necessary to fill vacancies created by employ-
ees who become eligible for LTD benefits, they shall be 
filled on a permanent rather than a temporary basis. 
B. All requests to return to the work force from an LTD sta-
tus, or subsequent to the cessation of the benefit, shall 
be predicated upon medical and/or psychological certifi-
cation authorizing the employee's return to work. 
C. If an employee is unable to return to their regular job from 
LTD, they shall be handled by the Disability Committee in 
accordance with Article VIII of the Labor Agreement. 
D. Following are the conditions of return applicable to the 
designated leave periods' 
1. Employees either notifying the Company or returning 
to the Company within six (6) months from the effec-
tive date of their LTD status shall return to their former 
job classification and former work location, provided 
they are capable oi satisfactorily performing the du-
ties of the job. They shall receive job seniority and 
Company service credil lor the duration of their LTD 
absence. If a vacancy is not available when they are 
certified to return, they shall bump the junior employee 
in their former job classification at their former work 
location, provided the job classification vacancy cre-
ated by the employee who left on LTD status was filled. 
In cases where the job classification vacancy is not 
filled and the employee returns from the LTD status, 
placement will be handled per paragraph H of this 
Exhibit L. 
2. Employees either notifying the Company or returning 
to the Company after six (6) months, but less that two 
(2) years from the effective date of their LTD status 
shall return to their former job classification and former 
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work location provided they are capable of perform-
ing the duties ol the job and such a vacancy exists. 
When they return to their former job classification at 
their former work location, their job seniority date will 
be adjusted for the period of their absence. However, 
Company service shall be credited for the duration of 
the leave. If a job vacancy in their former job classifi-
cation at their former work location is not available, 
employees shall be returned to an available job va-
cancy within the scope ol their experience and skills 
with a commitment to their former job classification 
and work location. They shall receive the rate of pay 
commensurate with paragraph H of this Exhibit L. 
If they are returned to a job in another progression 
line, their commitment shall be eliminated if they sub-
sequently change jobs voluntarily; promote within the 
new progression line; or do not take the first opportu-
nity to exercise their commitment. 
3. Employees requesting to return to the work force af-
ter cessation of their LTD payments and two (2) or 
more years from the effective date of their LTD status 
shall be placed in an entry level job vacancy, when 
available, in line with their experience and skills with 
no commitments. They shall receive the rate of pay 
commensurate with the job to which they are returned. 
A new job seniority date shall be established; how-
ever, Company service shall be credited for the dura-
tion of the leave. 
E. Employees who have not returned to the work force within 
a two (2)-year period from the effective date of their LTD 
status and who do not qualify for continued benefits un-
der the LTD Plan shall be notified by the Company when 
their LTD benefit ceases, with a reminder that failure to 
request a return to work within ninety (90) days from noti-
fication of benefit cessation shall result in termination of 
their employment. 
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F. In all cases of return to the work force as cited above, 
vacation shall be prorated as follows: 
1. Vacation - calendar year basis. Example - Employee 
is absent on LTD from October 10,1991 to March 14, 
1992. In accordance with Article VII, Section 3, Para-
graph I of the Labor Agreement, vacation for 1992 will 
be prorated based on (ime worked in 1991, and em-
ployee will be paid off prior to leaving on LTD. There-
fore, employee is not eligible for further vacation en-
titlement for 1992. In 1993, the employee will receive 
ten-twelfths' (10/12} vacation entitlement based on 
total time worked in 1992. 
G. When employees return to their former job classification 
and former work location, step increases and apprentice-
ship program anniversary dates for returns in D-1 and D-
2 above shall be resumed in accordance with the sched-
ule in effect at the time the employees left on LTD. 
H. The Joint Disability Committee will have the op-
tion to temporarily place a permanent, partially 
disabled employee returning from Long Term Dis-
ability into an existing 40-hour, 52-week Utility 
Worker position. If this option is selected, the 
Committee will attempt to find a suitable Utility 
Worker position at the same or closest location. 
An employee returning from Long Term Disability with-
out restrictions will be given the option of being placed 
in an existing 40-hour, 52-week Utility Worker posi-
tion until a permanent placement becomes available 
in accordance with Exhibit L. If this option is selected 
the Company will attempt to find a suitable Utility 
Worker position at the same or closest location. 
Employees returning to work from Long Term Disabil-
ity to an assigned job that has a lower rate of pay than 
their former job classification shall not receive a rate 
of pay less than the following percent of their regular 
rate of pay in their former job classification. 
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Less than 20 Years - 75% 
20 or more Years - 100% 
Employees have the responsibility to notify the Com-
pany of their desire to return to work as soon as pos-
sible. If the Company disagrees with the medical opin-
ion to return the employee to work and requires an 
Independent Medical Examination (IME) or Indepen-
dent Psychological Examination (IPE), the Company 
will have three weeks from the date the Company re-
ceives the appropriate medical information from the 
employee's treating health care professional(s) to 
schedule and conduct its examination. The Company 
will be given another two weeks to receive and re-
view the results of the IME/IPE. In addition, the Com-
pany will be provided an additional two weeks to test 
the employee {if necessary) and provide a suitable job 
placement for return to work. If the results of the 
Company's examination are the same as the 
employee's health care provider(s), wages of the even-
tual job placement will begin no later than seven weeks 
after the Company's receipt of the employee's 
medical information. After the employee returns 
to work, the Company will reimburse the em-
ployee for time and mileage associated with test-
ing for job placement. The Company will have met 
Its seven week job placement commitment if the 
employee declines a suitable Utility Worker posi-
tion. However, the employee will continue to be 
considered for other suitable positions under 
Exhibit L. 
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EXHIBIT M 
SCRANTON OPERATING AREA 
In accordance with the I.B.E.W. merger of former Local 1520 
into Local 1600 during the term of this Agreement the following 
provisions are only applicable to the incumbent employees in the 
Scranton Operating Area as of August 22, 1994. Except to the ex-
tent cited below, all other provisions of the Local 1600 Agreement 
will apply to Scranton Operating Area employees as well. 
I. Sick Leave Plan - Regular employees who were in the 
Company's employ prior to August 20,1979 will be granted 
wage allowances during periods when absent from work and 
unable to work due to illness or injury, excluding illnesses 
and injuries as a consequence of working for an employer 
other than the Company or working for remuneration through 
self-employment, under the following qualifications and con-
ditions and in accordance with the schedule given below. 
A. QUALIFICATIONS: 
1. Must be a regular employee {not part-time or tempo-
rary). 
2. Must have completed a minimum of six months' con-
tinuous service. 
3. After accumulating five day s* sick leave in a year with-
out a physician's statement certifying as to the nature 
of his or her illness or injury, an employee may be 
required by the Company to provide such certification 
for subsequent absences in that year. 
4. No sick leave will be allowed for illness caused by 
willful intention to injure oneself (or some other per-
son), by commission of any crime, or as a conse-
quence of working ior an employer other than the 
Company or working for remuneration through self-
employment. 
5. Must adopt such remedial measures as may be com-
mensurate with his or her disability, and permit such 
examinations and inquiries by the Company's medical 
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representative as, in its judgment, may be necessary 
to ascertain employee's condition and the suitability 
of the remedial measures taken, and the Company 
may decline payment under this Plan on the basis of 
the Company's medical representatives' findings and 
recommendations. 
6, Must have reported the cause of his or her absence 
in accordance with Article VIII, Section 2 ol this Labor 
Agreement. 
7. All cases of illness or injury must be bona fide. Unjust 
claims for sick leave allowance shall subject offend-
ing employee to disciplinary action. 
B. SCHEDULE OF WAGE OR SALARY ALLOWANCE: 
1. In the event any regular employee is absent from work 
because of illness or injury, then beginning with the 
first scheduled working day, the employee will be paid 
at the usual pay periods at regular straight time rate 
of pay for all regularly scheduled working hours as 
determined by his normal schedule, up to a maximum 
of for ty (40) hours per week, on the following basis 
except as provided in Paragraph 5 below: 
FULL TIME - followed by - HALF TIME 
YEARS OF SERVICE Monthly Hourly Monthly Hourly 
Basis Basis Basis Basis 
3 yrs.-less than 4 yrs. 11/3 months 227 hours 11/3 months 227 hours 
4 yrs.-less than 5 yrs. 1 2/3 monlhs 283 hours 1 2/3 months 283 hours 
5 yrs.-less than 6 yrs. 2 months 340 hours 2 months 340 hours 
6 yrs.-less than 7 yrs. 2 1/3 months 397 hours 2 1/3 months 397 hours 
7 yrs.-less lhan 8 yrs. 2 2/3 months 453 hours 2 2/3 months 453 hours 
8 yrs .-less than 9 yrs. 3 months 510 hours 3 months 510 hours 
9 yrs.-less lhan 10 yrs. 3 1/3 months 567 hours 3 1/3 months 567 hours 
10 yrs.-less than 20 yrs. 4 months 680 hours 4 months 680 hours 
20 yrs.-Jess than 25 yrs. 4 1/2 months 765 hours 4 1/2 months 765 hours 
25 yrs.-and over 6 months 1,020 hours 6 months 1,020 hours 
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2. If such employee is absent from work more than 
once during any calendar year, the wage allowance 
for sick leave will be granted as often as or as long 
as is permitted within the schedule shown above 
until the full provisions have been entirely used. 
3. There Shall be no change in the wage rate for any 
employee on sick leave. Any change in wage rate shall 
' take place only after he has returned to work. 
4. Any disability that extends from one calendar year 
into the succeeding calendar year or beyond an 
employee's anniversary date in any calendar year shall 
not entitle an employee to additional wage allowance 
for sick leave until he has returned to work and has 
met the requirements of Paragraph (1) above. 
5. In the event a regular employee is absent from work 
by reason of occupational disease or injury, the Com-
pany will pay the employee his regular straight time 
pay until such time that a medical doctor (or doctors) 
as selected in accordance with Article VIII, Section 9 
certifies that the employee is physically capable of 
returning to work in any job classification, or placed in 
a different job classification under the terms of Article 
VIII, Section 10 of this Agreement. If such employee 
is entitled to Workers' Compensation and/or Social 
Security, the Company will pay to the employee such 
an amount as will, when combined with the Workers' 
Compensation and/or Social Security payments equal 
his regular straight time pay. To be eligible for such 
payments, employees absent from work due to occu-
pational injury must properly notify the Company of 
an accident before the end of the W-day during which 
it occurs, or at the beginning of the next W-day if the 
injury occurs during non-scheduled hours in the ab-
sence of a supervisor. Occupational disease must be 
reported as soon as possible but no later than forty-
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eight (48) hours after the onset of the disease to be 
eligible for the payments as herein provided in this 
Paragraph 5. If, however, the Workers' Compensa-
tion and/or Social Security payments are greater than 
the employee's regular straight time pay, then in that 
case the Company will make no payment to (he em-
ployee. While absent from work under this provision, 
employees will continue to accrue Company service 
but shall not accrue allowances for vacation or mini-
vacation. 
The time during any calendar year during which an 
employee receives payment because of occupational 
disease or injury shall not be deducted from the wage 
or salary allowance time to which an employee is en-
titled in such calendar year as shown in the above 
schedule. 
6. Where the employee has more than one rate per hour, 
sick leave shall be figured on the rate that was used 
the largest percentage of the time during previous six 
(6) months. 
7. Sick leave credit is not cumulative from one calendar 
year to another. 
8. In the case of an employee with a medically declared 
terminal illness, the half-time wage allowance for sick 
leave as set forth in the above schedule will be ex-
tended for an additional period of twenty-four (24) 
months. 
9. Employees with more than one (1) year of Company 
Service who have had no time off with or without pay 
under the Payroll Codes in this Paragraph, for twenty-
six (26) consecutive pay periods measured from the 
last point where Codes 50 (Sickness - Reduced Pay), 
60 (Sickness - Maternity Absence Reduced Pay), 51 
(Sickness/Injury Off Duty), 56 (Compensable Injury), 
61 (Sickness Maternity Absence), 72 (No Pay-Off No 
Permission), 73 (No Pay Sickness/Injury Off Duty) and 
76 (Workers' Compensation) have been charged, will 
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be granted one (1) additional day off with pay. How-
ever, where charges to Code 56 are less than eight 
(B) hours, the measuring period is not interrupted. 
This additional day off is considered vacation entitle-
ment subject to all provisions of Article VII. 
II. Vacations - In application and administration of Article VII of 
this Labor Agreement, the following two items in those provi-
sions are modified only to the extent described below: 
A. Vacation may be split into periods of not less than four (4) 
scheduled hours. 
B. An employee with eight or more years of service may elect 
not to take all his vacation allowance in a calendar year 
and carry over the unused portion to a succeeding year. 
Such carryover may only be taken in units of eight (8) 
hours and must be utilized within the first three (3) months 
of the succeeding calendar year. 
III. Leave of Absence - The Leave of Absence policies as speci-
fied in Exhibit G of this Labor Agreement will be applicable to 
all employees regardless of any prior Union affiliation except 
that incumbent Scranton Operating Area employees as of 
August 22, 1994, returning to their former job classification 
will retain their original job classification seniority date with-
out any adjustment. 
IV. Progression Line (Promotions/Demotions/Trartsfers) - In 
accordance with Article V, Section 2, Paragraph A, of the 
Labor Agreement, for purposes of seniority when consider-
ing employees for promotion, demotion and transfer, the 
Scranton Operating Area progression lines will be continued 
for all incumbent employees in the Scranton Operating Area 
as of August 22,1994, except all former Scranton Operating 
Area employees that were included as part of the creation of 
the Mobile Work Force. 
In accordance with Article V, Section 2, Paragraph B, of this 
Labor Agreement, prior to advertising any Northeast Divi-
sion vacancy through a job posting in the Northeast Division 
Progression Line, employees who have a transfer request 
on file prior to the vacancy will receive consideration. For 
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seniority purposes, Local 1600 service as defined in the 
August 22, 1994, Summary ol Agreement will be utilized. 
V. Personal Time Off (Mini-Vacation) - In application and ad-
ministration of Article VIII, Section 2, Paragraph B, of this 
Labor Agreement, the Personal Time Off provision has been 
modified only to the extent that wherever one hour incre-
ments are referenced, time off for incumbent Scranton Op-
erating employees as of August 22, 1994, may be taken in 
increments of one-hall hour with the approval ol supervision. 
VI. Displaced Incumbent Employees - When incumbent 
Scranton Operating Area employees as of August 22, 1994, 
are declared displaced by the Company, they will be handled 
under the process described in the August 22, 1994, Sum-
mary ol Agreement between IBEW Local 1600 and PPL. All 
former Scranton Operating Area employees covered under 
Article XIX will be given the option to be placed under Boxes 
1, 2, 4, or 8 of the new Placement Process (Article X). 
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EXHIBIT N 
JOB EVALUATION PROCESS 
This Exhibit embodies the understanding of the parties relative 
to the evaluation process for Bargaining Unit job descriptions. This 
process will determine salary grades for newly created or revised 
job descriptions that are submitted to the Job Evaluation Commit-
tee with a request for evaluation. 
Job Evaluation Committee 
The Job Evaluation Committee consists of six primary members, 
three members appointed by IBEW Local 1600 President and Fi-
nancial Secretary and three members appointed by the Director-
Labor Relations. The committee will have a pool of a minimum of 
six (6) secondary members who are appointed as identified above 
for substitution purposes. If a primary member is unable to attend a 
committee meeting, it is their responsibility to secure substitutes. A 
minimum of four committee members (two bargaining unit and two 
management) must be present to determine a final evaluation of a 
job description. All members, including secondary members, of the 
Job Evaluation Committee must complete team building training. 
Job Evaluation Process 
A request to evaluate a newly created job description is initiated 
by department management. Following submission of a REQUEST 
FOR JOB EVALUATION/REEVALUATION FORM, Labor Relations 
will assist the department in uniformly formatting a JOB DESCRIP-
TION PART I FORM. The Company will review the new job descrip-
tion with Local 1600 prior to forwarding it to the Job Evaluation 
Committee. 
Upon receipt of a request for evaluation, the Job Evaluation Com-
mittee will select individuals with knowledge of the job being evalu-
ated for interviews. The committee will compile all information re-
ceived and evaluate the position. Decisions of the committee will 
be made by consensus. (If the team cannot reach agreement on 
the appropriate level for a particular factor, the team has the flex-
ibility to assign a value between two levels to gain consensus). The 
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JOB DESCRIPTION PART II FORM will become part of the job de-
scription after it is completed by the Job Evaluation Committee. 
Their determination of the proper rate of pay will be furnished to 
Labor Relations and Local 1600. This determination shall not be 
subject to Article III of the Labor Agreement. 
A request to reevaluate an existing job description may be initi-
ated by an incumbent employee or appropriate supervisor com-
pleting a REQUEST FOR JOB EVALUATION/REEVALUATION 
FORM. Information provided must indicate significant changes to 
the job description that warrant a revaluation. If departmental 
management does not approve the request, Bargaining Unit em-
ployees may appeal the decision to the office of Local 1600. If the 
request is approved by department management, the revised job 
description will be forwarded to Labor Relations lor uniform format-
ting and discussion with Local 1600. The decision to forward a re-
vised job description to the Job Evaluation Committee shall be jointly 
made by Labor Relations and Local 1600. Disagreements regard-
ing whether to submit a reevaluated existing job description to the 
Job Evaluation Committee shall be resolved through the grievance 
procedure. 
Upon receipt of a request for revaluation, the Job Evaluation 
Committee will select a representative number of incumbents and 
supervisors, including the initiator, to complete an evaluation ques-
tionnaire. The committee wilt also select individuals for interviews 
with knowledge of the job being evaluated. The committee will com-
pile all information received from the questionnaire and interviewees 
and evaluate the position. Decisions of the committee will be made 
by consensus. (If the team cannot reach agreement on the appro-
priate level for a particular factor, the team has the flexibility to 
assign a value between two levels to gain consensus). The JOB 
DESCRIPTION PART II FORM will become part of the job descrip-
tion after it is completed by the Job Evaluation Committee. Their 
determination of the proper rate of pay will be furnished to Labor 
Relations and Local 1600. This determination shall not be subject 
to Article III of the Labor Agreement. 
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Miscellaneous, 
The filling of newly created positions and the pay treatment of 
employees who fill them will be in accordance with the Labor Agree-
ment. 
Pay treatment for all incumbent employees in an existing job 
that is reevaluated to a higher salary table by the Job Evaluation 
Committee will be to the salary step on the new table which corre-
sponds to the step attained on the lower table. Their next step date 
will remain the same. Such increases will be effective at the begin-
ning of the first pay period following the receipt of the request to 
reevaluate the existing job description by Labor Relations and Lo-
cal 1600. In the event an existing job is reevaluated to a lower 
salary table by the committee, the pay of incumbent employees 
shall be red-tagged effective at the beginning of the first pay period 
following the Job Evaluation Committee's determination. 
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EXHIBIT O 
EMPLOYEE BENEFIT PLANS 
I. RETIREMENT PLAN 
The Retirement Plan currently in effect as improved by 
the Summary of Agreement dated May 14, 2002, and as 
outlined in the "Summary Plan Description" booklet shall 
be continued during the term of this Agreement. It is 
agreed the method of providing all of these benefits shall 
be determined by the Company. 
Effective July 1, 2002, the Retirement Plan is improved 
by: 
1. Moving forward the date for calculating past service 
credit under the career pay formula of the Plan from July 
1,1980 to July 1,1982 and, effective July 1,2005, further 
improving this provision by moving the past service date 
to July 1, 1984. 
2. Increasing benefits developed under the final pay for-
mula by: 
a. Increasing the number of years of credited service 
used to calculate benefits from up to 35 years to up to 
40 years. 
b. Including Company service attained between the ages 
of 24 and 25 following completion of one year of ser-
vice during the period prior to July 1,1985. 
c. Providing pension service credit to all employees for 
the one-year waiting period they experienced for Plan 
eligibility retroactively when employees have attained 
five years of Company service. 
(Example): the combination of paragraphs (b) and (c) can 
provide up to two addltfonal years of credited service to em-
ployees who were employed by age 23 prior to July 1, 1985 -
one for the year between age 24 and 25 and one for the one 
year waiting period from age 23 to age 24.) 
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d. Revising the formula for calculating minimum ben-
efits under the Plan to provide 1-3% of average earn-
ings for the highest 60 months of the last 120 months 
of credited service prior to retirement up to the aver-
age Social Security Wage Base for the last 35 years, 
plus 1.7% of earnings in excess of such average 
Social Security Wage Base times each year of cred-
ited service up to 40 years. 
II. EMPLOYEE SAVINGS PLAN 
The Employee Savings Plan, currently in effect as Im-
proved by the Summary of Agreement dated May 14, 2002, 
and as outlined in the "Summary Plan Description" book-
let shall be continued during the term of this' Agreement. 
The existing before tax portion of the Employee Savings 
Plan under the provisions of Section 401 <K) of the Internal 
Revenue Code has been amended to provide: 
1. Effective July 1, 2003, an increase in the Company's 
matching contribution from 50% of the first 3% to 50% of 
the first 6% of an employee's contribution of base pay to 
the savings plan. 
2. Effective July 1, 2002, an increase in the maximum per-
, centage employees may contribute to the Employee Sav-
ings Plan from 15% to 20% up to the maximum allowed 
' b y the IRS (in 2002 the maximum has been increased to 
$11,000). 
III. GROUP LIFE INSURANCE 
The Group Life Insurance Plan and the Supplemental Insur-
ance Plan currently in effect, as amended by the Summary of 
Agreement dated May 14, 2002, and described in the "Sum-
mary Plan Description" booklet shall be continued during the 
term of this Agreement. 
IV. ACCIDENTAL DEATH OR DISMEMBERMENT INSURANCE 
The Company will provide, at no cost to the employee, acci-
dental death or dismemberment insurance as described in the 
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"Summary Plan Description booklet. The full amount of 
the Accidental Death or Dismemberment benefit is three 
times base annual salary up to a maximum of $500,000. 
V. SURVIVOR INCOME PROTECTION (SIP) 
The SIP Plan provides a surviving spouse of a deceased 
employee with a monthly payment equal to 10 percent of the 
employee's base monthly pay at time of death up to a 
maximum of $1,000 per month. A minimum monthly ben-
efit of $420 will be provided under the contract. 
VI. LONG TERM DISABILITY INSURANCE 
1. The Long Term Disability Plan as amended by the 
Summary of Agreement dated May 14, 2002, and as de-
scribed in the "Summary Plan Description" booklet will 
remain In effect for the term of this Agreement. The guar-
anteed benefit is 60 percent of the employee's base 
monthly earnings at the time the disability occurs. The 
maximum monthly benefit amount is $5,000. 
2. Mental or nervous disabilities must be certified by a 
psychiatrist or a psychologist (masters level or above) 
licensed to practice independently as a behavioral health 
professional. 
3. The conditions for employees returning from Long 
Term Disability are described in Exhibit L of this Agree-
ment. 
VII. HEALTH CARE PLANS 
The Company will continue to offer the current Tradi-
tional Blue Cross/ Blue Shield/ Major Medical Insurance 
Program and Managed Health Care programs in effect 
through December 31, 2002. 
It is agreed that the method of providing the benefits 
under these Plans referenced below shall be determined 
by the Company. The parties agreed to implement the 
following changes effective January 1, 2003: 
1. Medical Plan Options 
The Company will pay the full premium or cost to 
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provide medical coverage for employees and their 
dependents for each year of the contract. An em-
ployee may select any one (1) of these plans and, if 
an employee fails to enroll in a medical plan, they 
will automatically be enrolled in the Preferred Pro-
vider Organization (PPO), which will be the basic Plan. 
The current medical plans will be replaced with the 
following three (3) medical plan choices: 
a. Preferred Provider Organization (PPO) - Employees 
will have access to a broad network of participating 
providers (hospitals, doctors and medical services) 
under contract with our health plan administrator to 
provide covered services. Provisions will include 
services related to prevention, early detection and 
early treatment of health conditions, including rou-
tine physical examinations, immunizations and well-
person care. The level of benefits under this plan 
will be maintained at the level negotiated for the 
term of this Agreement and may exceed those of 
the traditional Blue Cross/Blue Shield programs 
being replaced. Out-of-network care by non-partici-
pating providers is available but at lower benefit 
levels. 
In-Net work 
• 100% Coverage for covered hospital, medical 
and surgical expenses 
• No requirement to choose a Primary Care Phy-
sician 
• Coverage for Preventive Care services for 
adults and children 
• No claim filing or precertitication 
- No referrals required 
• Office Visits - $15 Co-payment 
Out-of-Network 
• Annual Deductible - $500 per person/Si ,000 per 
family for all services 
• Coinsurance - 20% after the deductible 
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• Maximum Out of Pocket Expense - $2,500 
lndividual/$5,000 Family 
b. Comprehensive Major Medical Plan (CMM)-Emplov-
ees will have access to a broad network of partici-
pating providers under contract with the health 
plan administrator for the purpose of providing 
' covered services. Election of this Plan will re-
sult in employees receiving Flexible Benefit Cred-
its based on the cost differential between this 
Plan and the PPO. 
No requirement to choose a Primary Care Physician 
• No Major Medical claim filing when using par-
ticipating providers 
• All services subject to annual plan deductibles 
as follows: 
- Deductible per person $300 
- Deductible per family $600 
• All services subject to 20% coinsurance after 
plan deductible 
• Annual maximum out-of-pocket expense per 
person - $2,500 
• Annual maximum out-of-pocket expense per 
family - $5,000 
c. Catastrophic Major Medical Plan (High Deductible 
CMM) - Employees will have access to a broad net-
work of participating providers under contract with 
the health plan administrator for the purpose of pro-
viding covered services. Election of this Plan will 
result In employees receiving Flexible Benefit Cred-
its based on the cost differential between this Plan 
and the PPO. 
• All services subject to plan deductible 
- Deductible per person $750 
- Deductible per family $1,500 
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• No requirement to choose a Primary 
Care Physician 
• No Major Medical claim filing when using 
participating providers 
• All services subject to 20% coinsurance 
after plan deductible 
• Annual maximum out-of-pocket expense 
per person - $3,000 
• Annual maximum out-of-pocket expense 
per family - $6,000 
2. Flexible Benefits Program 
a. A Flexible Benefits Program which offers employ-
ees the opportunity to choose among various ben-
efit plan options within the medical, dental and lite 
insurance plans will be available to employees ef-
fective January 1, 2003. 
b. Flexible benefit credits will be determined based on 
the costs of the coverage category selected by the 
employee for PPO medical plan option, Dental As-
sistance and basic life insurance. 
c. Excess flexible benefit credits may be applied to the 
cost to enroll in enhanced benefit options including 
vision care. When credits are not available, employ-
ees may elect to enroll in the enhanced benefit plan 
options and pay for the additional benefits through 
pre-tax payroll deductions as permitted under the 
IRS code. 
d. Flexible Spending Accounts will be available to em-
ployees to make voluntary payroll deduction on a 
pre-tax basis for dependent care and/or eligible 
health care costs as outlined in the "Summary Plan 
Description" booklet. 
3. Voluntary Benefit Plan Options 
Effective January 1, 2003, employees will be able to 
access other insurance programs through payroll deduc-
tions including additional life, automobile, homeowners, 
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critical care, and long-term care programs. These 
programs offer employee savings through group 
discounts. It is agreed that the method of providing 
these programs shall be determined by the Com-
pany. 
4. Pharmacy Coverage 
Coverage for contraceptives and diabetic pump sup-
plies have been added and co-payments adjusted to 
reflect cost trends and competitive practices. Co-pay-
ments will be adjusted to the following levels effective 
January 1,2003. 
Generic 
January 1,2003 - Co-payments 
Retail $10 
(up to 34-day supply) 
Mail Order 
(up to 90-day supply) $12 
Generic 
January 1,2005 - Co-payments 
Retail $10 
(up to 34-day supply) 
Mail Order 
(up to 90-day supply) $12 
5. Spousal Surcharge 
Effective January 1,1995, employees who wish to elect 
primary coverage for their spouse under any Medical Plan 
option offered by the Company will be required to make 
a monthly contribution of $100 through payroll deduc-
tion if such spouse is a full-time employee of another 
employer that provides access to medical benefits. So 
long as the arrangement is permitted under the Internal 
Revenue Code, these payroll deductions will be on a pre-
tax basis. These payments will be in addition to any other 
payments required for coverage under any Medical Plan 
option. The monthly surcharge will be adjusted to $120 
on January 1, 2003, and will increase by $5 each year of 
Brand 
$15 
$17 
Brand 
$17 
$20 
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the contract starting on January 1, 2004. 
6. Joint Health Care Council 
Expand upon the work of the 2002 Health Care Com-
mittee by establishing a Joint Health Care Council to 
monitor and evaluate health care issues and educa-
tional tools concerning health care benefits on a con-
tinuing basis during the term of this Agreement. 
VIII. VISION CARE PLAN 
Effective January 1, 2003, employees will have access to 
a Vision Care Plan by making the necessary monthly con-
tributions through pre-tax payroll deductions or Flexible 
Benefit credits. For the term of this Agreement, employee 
contributions will be the lower of actual cost or the follow-
ing amounts: 
Monthly Contributions 
1/1/03 1/1/04 1/1/05 1/1/06 
Single Coverage $5.75 $6.00 $6.25 $6.75 
Dual Coverage $11.50 $12.25 $13.00 $13.75 
Family $17.25 $18.25 $19.25 $20.50 
IX. DENTAL PLANS 
The Dental Assistance Plan currently in effect as improved 
by the Summary of Agreement dated May 14, 2002, and as out-
lined in the "Summary Plan Description" booklet shall be con-
tinued during the term of this Agreement. Effective July 13, 
2002, the existing fee schedules for the Basic Dental Assis-
tance Plan will be replaced by Delta Dental's Usual Customary 
Reasonable (UCR) payment schedule. Percentage reimburse-
ment levels for this Plan will be: 
Diagnostic/Preventive Care 100% 
Basic Restorative 70% 
Major Care 65% 
Annual Maximum $1,500 
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Effective January 1, 2003, employees will also have access 
to an optional dental assistance plan that provides higher 
reimbursement levels and orthodontic benefits - Dental Plus 
Program. The UCR rates for this Plan will be: 
Diagnostic/Preventive Care 100% 
Basic Restorative 100% 
Major Care 65% 
Annual Maximum $2,000 
Childhood Orthodontia $1,500 lifetime/$750 
(Children to Age 19} annually 
Monthly contributions through pre-tax payroll deductions or 
Flexible Benefit credits for this option will be the lower of ac-
tual cost or the following: 
Monthly Contributions 
1/1/03 1/1/04 1/1/05 1/1/06 
Single Coverage $9.00 $9.50 $10.00 $10.50 
Dual Coverage $15.75 $16.75 $17.75 $19.00 
Family $22.00 $23.25 $24.75 $26.25 
X. POST-RETIREMENT HEALTH CARE COVERAGE 
1. An employee who retired prior to April 1, 1993, be-
tween age 55 and 65 may continue to participate in the 
Health Care Plan until age 65, under the terms set forth for 
active employees. An employee's spouse who has at-
tained age 65 but does not qualify for both parts of Medi-
care may remain in their medical plan choice until the em-
ployee reaches age 65. 
2. For employees retiring on or after July 1, 2002, the 
Company will increase its maximum contribution from up 
to $4,200 per individual to up to $4,500 ($9,000 per couple) 
annually toward payment of the cost of medical insurance 
for retirees and their spouses under age 65. For retirees 
and their spouses aged 65 and over, the Company contri-
bution will increase from $2,300 per individual per year up 
to $2,650 per individual ($5,300 per couple). The $4,500 and 
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$2,650 amounts will increase by $100 per individual on July 
1, 2003, July 1, 2004 and July 1, 2005. These dollar alloca-
tions will be used to continue retirees' coverage under 
the Company sponsored medical plan of their choice. 
3. For employees who retired after April 1, 1993, but 
prior to this Agreement, the Company will contribute to-
ward the cost of health insurance in accordance with the 
appropriate Summary of Agreements and as outlined in 
the "Summary Plan Description" booklet. 
XI. EDUCATION ASSISTANCE PROGRAM 
The Education Assistance Program currently in effect 
as improved by the Summary of Agreement dated May 14, 
2002, and as outlined in the "Summary Plan Description" 
booklet shall be continued during the term of this Agree-
ment. 
XII. EMPLOYEE COUNSELING SERVICE 
The Employee Counseling Service in effect and as out-
lined in the "Summary Plan Description" booklet shall be 
continued during the term of this Agreement. 
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